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ABSTRACT
This was an evaluation research on the Training Programme
for Student Guidance Officers (SGOs), 1980. It set out to test the
following four hypotheses:
1. It was assumed that all the SGOs, having taken the
three-month Training Programme, would make progress
in the three areas of knowledge, skill and attitude
in personal, educational and vocational guidance.
2. It was assumed that having worked in the field for
three months, all the SGOs would make progress in the
three areas of knowledge, skill and attitude in
personal, educational and vocational guidance.
3. It was assumed that all the SGOs, having taken the
three-month Training Programme, could achieve a
minimum competence standard in the areas of knowledge,
skill and attitude in personal, educational and
vocational guidance, and
4. It was assumed that the various components of the
Training Programme were implemented as planned.
Focus 1 tested the Hypotheses 1, 2, and 3. This was an
experimental study on the effectiveness of the Training Programme
by measuring the performance of the trainees in terms of (A) knowledge,
(B) skill and (C) attitude.
/Knowledge
Knowledge and attitude were tested by paper-pencil tests
while the skills were tested through role plays. Pre-, post- and
follow-up tests were administered to a group of fifty trainees.
Findings reflected that trainee test scores demonstrated positive
significance in favour of post-test results in two of the three
areas of the first hypothesis, i.e. knowledge and skill such was not
the case in the attitude aspect. Further analysis of pre-post-test
results in relation to trainees' background tended to show that
the Training Programme. to be more effective with the female
trainees, trainees under 30, trainees with no relevant training and
those with 2 years or more teaching experience; it seemed that this
course was especially beneficial to those who had 2 to 5 years'
teaching experience.
As for the second hypothesis, trainee test scores did not
show any significant difference in any of the three areas after
they had been on the job for three months and therefore, Hypothesis
2 was nullified.
With the regardt the third hypothesis, trainee test scores,
having taken the three-month Training Programme, trainee mean scores had
reached minimum competence standard in the areas of knowledge and
attitude but not in skill. While the former two areas had apparently
reached the above minimum competence standard, this might not be due to
the impact of the Training Programme as such minimum standard had already
been reached prior to training. As regarding the area of skill, the
change in score brought about by the Programme was not yet up to the
/minimum
"minimum competence standard as specified by the experts, not even at the
post-test stage despite the improvement in scores. Although scorewise, the
Programme had upgraded significantly the quality of the trainees in the
areas of knowledge and skill, it did not change their skills in the
direction from lower than "minimum standard "to at least reaching the
"minimum standard". Thus, Hypothesis 3 could not be justified and it
seemed that new knowledge unique to the profession and competence of the
Student Guidance Officers needed to be included in the future curriculum.
Focus 2, testing Hypothesis 4, was a descriptive
study on whether the Training Programme had been implemented according
to plan and to identify modification, if any. This was conducted
through documentary analysis and interviews. Findings showed that
despite some modifications in the aspects of the syllabus, teaching
strategies, programme personnel and evaluation during implementation,
the modifications, less than 17% in each case, had been regarded as
slight. Therefore, the Training Programme was considered to have been
implemented as planned, thus, Hypothesis 4 was justified.
Focus 3 was a concrete proposal suggested by a panel of
three experts on an improved Training Programme for fifty SGOs.
While the panel made many improved suggestions, the proposal still
exhibits a very tight schedule, the panelists generally felt that
in order to effectivelvltrain the SGOs on the basics of guidance,
an intensive three-month training was not adequate at all.
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CHAPTER 1 THE PROBLEM
I. Background of the Study
Many authors have attempted to convey their understanding of
guidance through books and articles, so much so that a major
criticism is that the word guidance has been rendered relatively
meaningless by the variety of ways in which it is used. It is not
the writer's interest to define the word here but rather, to point
out how guidance is defined, to highlight some of the major approaches
in guidance and to relate this to the Hong Kong scene.
To the laymen, guidance derives from the word guide which
means to direct, pilot, manage or steer. Therefore, parents and
other lay persons view the guidance person as one who directs or
steers children into or away from certain educational, personal or
occupational endeavours.
Arbuckle (1966), Peters and Farewell (1967) and others have
attempted to clarify the usage of the term by pointing out the
distinctions implicit in the word guidance: it is used as a
concept (mental image) and denotes a point of view to help an
individual secondly, it is also seen as an educational construct
(intellectual synthesis) and refers to the provision of experiences
that help pupils to understand themselves thirdly, it may be
viewed as a service (actions taken to meet a demand) and refers
to procedures and processes organized to achieve a helping
relationship.
/In
2In Hong Kong, the guidance service is very much in its
infancy. The scope included educational, personal as well as
vocational concerns. So far, it has been rendering help more on an
individual basis than through group/community interventions, it has
stressed more the remedial'than the preventive and developmental
functions. Thus, the guidance programme has grown to take a more
pragmatic and eclectic approach and has not yet had time to examine
its basic assumptions and philosophies.
As this study will focus on the Hong Kong situation, it may
be beneficial to briefly describe how the guidance programme has
developed locally. The social work profession in Hong Kong has been
the first to demonstrate the role of guidance in the local schools.
Prior to the 1970s, social work service was not common in the school
setting although some assistance and counselling had been rendered to
the physically and mentally handicapped children in special
schools. In April 1971, with the implementation of the Public
Assistance Scheme by Government, the voluntary agencies began to
withdraw from the financial and material aid programmes and reallocatE
their resources to experiment and develop new programmes to meet the
changing needs of the community. School social work was one such
programme. It originated from the Family Counselling Programme
when it adopted a reaching out approach the idea was that the
social worker, through contacts with students in school settings,
were able to detect the problems and needs of these children and
their families. By the end of 1974, the Government also took an
interest in school social work. An experimental project, under the
joint efforts of the Social Welfare Department and the Education
Department, commenced in some schools.
/The
3The value of school social work, i.e. its guidance function,
was confirmed in 1976 when the Government formulated the Programme
Plan on Personal Social Work Among Young People-- in it, school
social work had become one of the programmes whereby young people
(aged 6- 20) at risk might be identified at an early stage, it
was hoped that by early intervention, deterioration of the problems
of these young people might be prevented. The 1979 White Paper
Social Welfare into the 1980s announced that it was the Government
policy that all schools should have school social work programme.
Thus the said White Paper related the rationale for such policy:
with the introduction of nine years of
free and compulsory education for all,
our schools should reach all young people
during the most formative years of their
lives. The school therefore provides a
good base for extending personal guidance
and help to those young people who require
such services. The Government intends to
expand school social work to cover all
schools.
Thus the guidance programme began with an adjustive function to
the less able students in the local educational system. This is a
reminder of what B. Yau (1975) had stater( in her article, titled
Guidance in Schools in Hong Kong: that the highly competitive
educational system with its over-emphasis on academic achievement,




Originally, the school social work programme was carried out
by professional social workers in both primary and secondary schools.
However, as there had been a shortage of trained social workers, the
ambitious Government policy of introducing school social work into
all schools only aggravated the shortage further, thus, as an
alternative, trained non-graduate teachers were brought in to fill
some new posts named Student Guidance Officers (hereafter to be
referred as SGOs for short), in the primary schools so that they
might help the primary school children with their problems. Thus,
the 1979 White Paper stipulated:
but this expansion will be limited to
some degree by the forecast shortage of
professional social workers. The front-line
work in primary schools is therefore being
carried out... by Student Guidance Officers.
Thus, the SGO scheme has become a "stop-gap" programme, bestowed
with the job of early detection of children at risk in primary
schools, of providing guidance to personal, educational and vocational
problems and hence sharing the massive responsibility in the prevention
of juvenile delinquency and crime.
The Hong Kong Government (1979), in its support to the SGO
scheme, has acknowledged the need of training of the SGOs. Thus,
in its eagerness to implement the scheme, the White Paper stated
The front-line work in primary schools is
therefore being carried out by Student
Guidance Officers who are teachers who have
received training in counselling, guidance
and social work techniques"
Indeed, it is the policy of the Education Department that no Student
Guidance Officers will be assigned cases unless they have gone
through the pre-service training programme."
/It
5It is not difficult to see the rationale behind the training
programme. The student guidance officers are recruited from
non-graduate trained teachers whose main function has been concentrating
on the cognitive development of the primary school children. They
have been used to their role as instructors, disseminating knowledge
and ensuring achievement in the academic standards of their pupils.
Their new posts will. now demand them to shift and focus more on the
effective domain of the pupils, to be concerned not only with their
academic progress but more important, their emotional development as
well. Training, then, is essential to equip the new recruits for
the change so that they can discharge their duties satisfactorily.
Policy reveals that the Government (1979) has committed
itself to the extensive coverage and rapid need in the implementation
of the SGO scheme. Resources in terms of manpower and money will be
allocated to the training of the SGOs, in order to prepare them for
service in the field. It is obvious, then, that training will become
one of the pertinent factors that will have direct impact on the
quality of the service rendered. Hence it is of interest to focus
this study on the training programme of the SGOs.
II. Related Literature
A. Approaches of guidance programmes in school
On the development of the guidance programmes in schools of
the United States of America, different approaches have been used.
Some of the major ones are as follows:
/Guidance
61. Guidance as leading to career decision
Frank Parson's model (1908) consists of matching
the characteristics of the individual to the requirements
of the occupation. The uniqueness of Frank Parson's
method is the diagnosis of the individual's capabilities
prior to choice, therefore, special efforts should be
devoted to the development of analytic powers of the
individual so as to aid him in choice-making.
2. Guidance as identical with education
This approach is often adopted by those who view the
goal of education as to prepare students to engage in
meaningful life activities, with knowledge and wisdom as
means to acquire this end. Supporters of this view, such
as Barr (1958), Willey (1960), Cottingham (1965) believe
that schools exist to guide children in their individual
and co-operative activities towards this goal. Thus
guidance and education are used almost interchangeably
and associates of the position endorse that "guidance
is good teaching."
3. Guidance as distribution and adjustment
In this approach, the guidance personnel aims to
fulfil the distribution function by helping the pupil in
formulating his goal in vocational, social, recreational
and other pursuits. The pupils are helped in the most
effective manner possible to find educational-vocational
opportunities. As for the adjustment function, the pupil
is helped to adjust when he has not been able to integrate
knowledge about himself and his environment in accordance
/with
7with his goals. Problems of adjustment are accepted as
developmental hazards, help and support for them are
seen as needed in varying degrees by all children
rather than as a service reserved for extreme cases
of backwardness or of poor adjustment. Yates (1959),
Wrenn (1962), and the Organization of Educational Guidance,
UNESCO (1963) are advocates of this view.
4. Guidance as a problem-centered approach
This model is not strictly viewed as a guidance model
since it pertains to only one facet of guidance services,
i.e. counselling. Protagonists of this model such as Woolf
(1953) and Kowitz (1958) feel that guidance should be
focussed on problems of children rather than a programme
within the total school based on prevention and correction
of the varied difficulties of all children. They also
stress the use of psychological tests, clinical techniques
and analytical diagnostic studies so that the guidance
personnel can better understand his clients' problems
more quickly and accurately.
B
Training of personnel
No matter which direction the guidance programme takes,
there has been an underlying consensus throughout its
development that all those involved in rendering guidance
service should be trained. Kehas (1970) clearly pointed out
/counsellor
8"... counsellor must be steeped in the sciences
of man because this is to be his work and within
these sciences, his field will center on individual
processes. The psychologies will be of most import
for this is where most of the needed knowledge is
to be found..... a major portion of his preparation
will be supervised practice of counselling in schools.
Shaw (1973) quoted The American Personnel and Guidance
Association and Division Seventeen of the American Psychological
Association and he advocated that those rendering guidance
service should be trained, that training should be in the
general areas of personality theory, appraisal and counselling.
He went further to point out that the guidance programme should
not be the monopoly of guidance specialist but rather that the
development, direction and implementation..... lies within the
realm of a specially qualified kind of person who should be
trained to apply skills and theory derived from the behavioural
sciences.
In the early sixties, the British National PPoundat:ion for
Educational Research (1963), not only referred to guidance as a
basic part of the task of all teachers, but emphasized that it
could almost certainly be necessary to train some teachers as
specialists to deal with the more scientific aspects of guidance
and counselling.
Meeks (1968) in advocating the need of guidance in
elementary schools, felt that the demand for programme for the
professional preparation of the elementary counsellors was
great and that,
/'there
9"there is a need for many more programme
(in the training of such counsellors) that
give attention to the unique needs of various
developmental levels of elementary children.
Practicums in counselling must allow for
experience with elementary school children.
Play therapy and courses in human development
and in the psychology of learning are musts for
potential elementary counsellors.
C. The need for evaluation of training programmes
For decades, in the literature of education, it has been
accepted that evaluating educational activities is a worthwhile
endeavour. Half a century ago, L.P. Aynes (1918), in concluding
his chapter in the Seventeenth Yearbook of the National Society
for the Study of Education in America, said:
The importance of the (educational measurement)
movement lies not only in the past and present
achievement, but in the hope of the future.
Knowledge is replacing opinion, and evidence is
supplanting guess-work in education as in every
other field of human activity... The future
depends on the skills, the wisdom and the
sagacity of the school men and women... It is
well that they should set about the task of
enlarging, perfecting and carrying forward the
scientific movement in education, for the great
war has marked the end of the age of haphazard,
and the developments of coming years will show
that this is true in education as in every other
organized field of human endeavour.
Indeed, writers who have seriously considered that it is
the educator's responsibility to evaluate their own activities
have seen this from an ethical, if not moral, light. This is
well captured by M.C. Apple (1974) when he concluded his article,
Only by raising queries... and taking the
search for their answers as a personal
responsibility can we begin to assume a




D. Roles and approaches of educational evaluation
Educational evaluation, as it developed, has demonstrated
potentials for different roles.
Michael Scriven, in his classic essay on evaluation (1967)
identifies that evaluation basically has two different roles:
the formative and the summative roles. He is the first to make
distinctions on these two roles by pointing out that in
formative evaluation, evaluators try to improve an educational
activity that is still under development while in the summa.tive
evaluation, evaluators try to assess the merits/demerits of an
already completed programme.
Such a distinction has been readily accepted by the
educational evaluators. Since 1967, theorists have been concerned
with what is involved in evaluation and how it should be conducted.
As a result, a variety of models have been developed. Subsequently,
to help educational evaluation to become more conversant with the
available models of evaluation, notable attempts have been made
to group these models into approaches for easier reference.
Two such attempts are briefly presented here for reference
1. R.E. Stake (1976) groups the various models and compares
them on nine specific dimensions, namely, student gain by
testing, transaction-observation, institutional self-study
by staff, blue-ribbon panel approach, instructional/
educational research approach, management analysis,




The student gain by testing approach is testing
to measure student gain in performance, thus, focussing
mainly on educational outcomes. It relies on students'
performance on tests developed to match educational
programme objectives.
In contrast to the student gain by testing approach is
the transaction-observation approach which focuses on process.
The study is around the activities of the programme, often,'
special attention is placed on the settings. The transactions
stressed by the evaluators are those encountered by the
learner in the classroom where instructions take place, the
many transactions among educators in preparing for such
instructional arrangements are also within the scope of
study. Observations are usually made by trained observers.
The institutional self-study by staff is a faculty
self-study exercise. Largely, it relies on the faculty as
a prime force in data collection, interpretion of problems
and recommendations for improvements.
The blue-ribbon panel approach is an*investigation
undertaken by a prestigious group who may not have any
expertise over the problem under study. They may make
suggestions basing on their intentions or be guided by an
experienced advisor or staff-member. The group is




Instructional/educational research approach stresses
more on an experimental design, with comparison of
randomised treatments under controlled conditions. Advocates
of this approach seize all opportunities to built up general
knowledge on teaching and learning, so much so that they
sometimes pay little attention to whether the study is
useful to those involved in the programmes.
Management analysis and social policy analysis approach
are two similar approaches in many respects, they differ
mainly in the urgency of the findings and audiences the
former, with an audience of programme managers, is a more
short-term study while the latter, with an audience of
probably governing board members seeking information to
assist in policy-making, requires studies of a more long-term
nature.
Goal-free evaluation and adversary evaluation are both
relatively new approaches. Goal-free evaluation was first
introduced by M. Scriven who stressed minimum contact
between evaluator and programme staff to avoid co-option,
thus, the evaluator has no knowledge of the staff goals.
However, the evaluator is aware of what goals are usually
pursued and develops a check-list of indicators to help
him do the evaluation.
The adversary evaluation approach divided the evaluation
resources into two parties, one to point out the weaknesses
of the programme while the other, its strengths. Thus it
takes the court proceedings as a model whereby information
and claims are presented, cross-examined and put to test.
/Another
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2. Another classification is done by W.J. Popham (1975).
He sorts out the various educational evaluation models
according to their main orientations and emphases and
groups them under four descriptive categories, namely,
goal-attainment models, judgemental models emphasizing
intrinsic criteria, judgemental models emphasizing
extrinsic criteria and decision-facilitation models.
The goal-atta.inment model views evaluation as determining
the extent to which the objectives of an instructional
programme are reached. Therefore, it involves a careful
formulation of educational goals and operati_onalizing these
into measurable objectives. Measurement of trainees are taken
in order to reflect the degree to which the objectives are
attained. Protagonists of this model are concerned whether
educational programme are effective in achieving its expressed
objectives.
The judgemental model emphasizing intrinsic criteria
and extrinsic criteria allow the evaluator to exert certain
influence on the nature of the evaluation. Those emphasizing
intrinsic criteria focus more on the process or the internal
characteristics of this programme whereas those emphasizing
extrinsic criteria focus more on the product.
Decision-facilitation model stresses the need of servicing
the decision-makers, and the evaluator is often seen as their
tool. He tends to collect and present the information
required by the decision-makers who will then determine the
programme's worth. Evaluators adopting this approach
consciously down-play any inclination to assess personally
the worth of the programme studied.
/In
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In the above two classifications, both Stake's
student gain by testing approach and Popham's goal-
attainment model concern whether outcomes fulfil the
educational goals and objectives. Indeed, literature
reflects that much attention has been given to goals,
especially by educators, for after all, how can any rationale
plan of instruction be designed if one does not know what is
to be accomplished. Furthermore, effectiveness of educational
programmes has always been one of the main concerns of
decision-makers and funders, thus, To what extent does the
programme fulfil its proclaimed objectives? often becomes
an unavoidable question.
Early in 1930, Tyler, the pioneer in advocating a close
tie between instructional objectives and evaluation, stated
that objectives needed to be spelled out in statements of
student behaviour which should then serve as the objectives
of teaching and as a basis for testing. lie proposed that
the very limited view of evaluation of specific elements of
knowledge should be broadened to encompass all important
outcomes of education. He also suggested that in addition
to the evaluation of the cognitive outcomes, the affective
outcomes should also be evaalualted.
Such broadening of evaluation efforts on the educational
objectives has been given considerable impetus by B.S. Bloom
and his associates (1953) when they published the popular
taxonomy on educational objectives.
/Bloom
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Bloom et al has divided the educational objectives into
three major domains: the cognitive, affective and psychomotor.
The cognitive objectives are those learners' behaviours which
reflect intellectual skills affective objectives are those
learners' behaviours which reflect such non-cognitive
dispositions as attitudes, values and interests psychomotor
objectives deal with the physical and motor skills which
learners are to acquire. While many educators have used
this tripartite distinction widely, we must note that in
practice, there is no one dimension which is exclusively
cognitive, affective or psychomotor.
In the training of workers in the social work profession,
educators like R.W. Tyler (1961), P. Young (1967) and
C. Towle (1971) often refer to these domains as knowledge,
skill. and attitude. Current approaches to course evaluation,
especially in higher education, often follow this paradigm and
define evaluation as a process for determining the achievement
of specific educational objectives.
The utilization crisis of evaluation resultsE.
It is all very well that different models and approaches
have been developed to facilitate evaluation research. Such
hard work will bear little fruit if research results are not
being utilized. Weiss (1977) warns that there has been a
utilization crisis in all types of applied social science
while Patton (1978) emphatically states that non-utilization
seemed to be particularly characteristic of evaluation studies.
/To
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To overcome such a problem, Patton (1978) developed the
"utilization focussed" model, thus he suggests,
"what is needed is a comprehensive approach to
programme assessment that provides an overall
framework within which the individuals involved
can proceed to develop an evaluation design with
a built-in utilization component appropriate to
the unique circumstances they encounter."
In his model, he emphasizes the importance of building-in
the utilization element to the evaluation process from the
beginning, by involving the users or decision-makers in
formulating the evaluation question, sharing in deciding the
methods, the measurement, data analysis, and interpretation.
The arguement is that having gone through the process, there
is a high possibility that the findings of the evaluation will
be utilized.
III. Design of an Approach for Evaluation of the Student Guidance
Training Programme
The various approaches to educational evaluation and its
impending crisis help to highlight certain essential elements in
educational. evaluation. They are the importance of attaining
training programme objectives, of whether the programme was
implemented as planned and whether information derived will be
useful in future decision-making.
/Patton's
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Patton's utilization focussed approach provides a useful
direction to focus an evaluation research so as to ensure that
information derived will be useful in future decision-making. Thus,
involvement of decision- makers and information users are also of
vital importance if we want the results of the research to he
utilized. Meanwhile, the classifications of Stake and Popham
offer helpful frameworks for consideration when an evaluation research
was to be undertaken. In particular, outcomes evaluation, addressing
itself to essential questions, has been popular, yet, one must not
overlook deviations from this in recent literature: Weiss (1977),
Knapper (1977) and Patton (1978) alleged that pure outcomes
evaluation gives very little information to decision-makers upon
which to act.
Indeed, relying on the outcome data alone to decide on whether
to maintain, terminate or enlarge a programme may be very erroneous
when decision-makers are not even sure to what extent does the
programme operate according to what is planned. Thus Patton (1978)
argues:
Unless one knows that a programme is operating
according to design, there may be little reason
to expect it to produce the desired outcomes.
Furthermore, until the programme is implemented
and a 'treatment' is believed to he in operation,
there is little reason to evaluate outcomes.
Therefore, Patton's utilization-focussed approach Tyler's
attainment of programme objectives, and Patton's approach on
implementation evaluation will be used in this investigation.
It is the evaluator's interest to combine the advantages of the above




A. Focus of the evaluation
It is the evaluator's interest to adapt Patton's
utilization-focussed approach to ensure that the results
of this evaluation research be utilized, hence, having obtained
official permission from the Social Welfare Department and the
Education Department, (see Appendix 1) the evaluator identified
the group of information users, this included the members of the
Central Guiding Committee on School Social Work and members of
its Sub-committee on Training Needs who helped to develop the
Training Programme. The question of What kind of information
would they like this programme evaluation to obtain was posed..
An analysis of their answers indicated that most information
users wanted to find out if the present Training Programme could
fulfil its two proclaimed objectives. A few wanted to know more
about suitability of the programme content, some wanted to know
issues concerning implementation of the Training Programme and
how one could improve the present programme (for details, please
refer to Appendix 2). Such concerns related appropriately to
Tyler's attainment of educational objectives and Patton's approach
on implementation evaluation and therefore helped the evaluator
to decide the foci which are as follows
1. To find out if the present Training Programme (i.e. referred
to as the 1980 Training Programme) fulfils the two
objectives as purported by the Central Guiding Committee
and its Sub-committee on Training Needs
/to
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a. to equip the SGOs with (i) the knowledge and
(ii) skill for personal, educational and vocational
guidance so that they may discharge their duties
competently,
b. to assist the SGOs to cultivate a sense of identity
and conviction for the service.
To find out if the Training Programme is being implemented2.
according to its plan and to find out what modification,
if any, is necessary.
To make suggestions on how to improve the Training Programme3.
realistically.
B. Hypotheses in the evaluation
From the above foci, the following Hypotheses have been
developed accordingly:
1. It is assumed that all the SGOs, having taken the three-
month Training Programme, will make progress in the three
areas of knowledge, skill and attitude in personal,
educational and vocational guidance.
2. It is assumed that having worked in the field for three-
months all the SGOs will make progress in the three areas
of knowledge, skill and attitude in personal, educational
and vocational guidance.
3. It is assumed that all the SGOs, having taken the three-
month Training Programme, can achieve a minimum competence
standard in the areas of knowledge, skill and attitude in
personal, educational and vocational guidance.
4. It is assumed that the various components of the Training
Programme are implemented as planned.
20
CHAPTER 2 RESEARCH DESIGN
I. Foci and Research Design
Focus 1 was an experimental study on the effectiveness of the
Training Programme by measuring the performance of the trainees in
terms of (A) knowledge, (B) skill and (C) attitude. Knowledge and
attitude were tested by paper-pencil tests while the skills were
tested through role plays. This part was testing on the Hypotheses
1, 2 and 3.
A pre-test, post-test, and a follow-up test after three months
on the job were administered. The pre-test yielded the baseline
data, the post-test provided the summative data while the follow-up
test measured change after having worked on the job for three months
The Hypotheses were that the trainees, after attending the Training
Programme and having been working on the job for three months would
exhibit changes-in the areas of knowledge, skill and attitude,
consequently, these would be expressed in the change in the three
sets of scores.
Thus, the independent variables of the experimental study were
the training and on-the-job experience whereas the dependent
variables referred to V 0 three sets of scores obtaubed from the
measures of knowledge, skill and attitude.
Furthermore, it was also hypothesized that the trainees'
performance, after attending the Training Programme, would reach a
minimum competence standard in the areas of knowledge, skill and
attitude. Such minimum competence standard would be determined by
experts on the student guidance programme.
/Focus
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Focus 2 was a descriptive study on implementation. The purpose
was to test Hypothesis 4 which was to find out if the Training
Programme was being implemented according to its plan and to find
out the modification, if any
A. Background and context of the 'T'raining Programme
B. Programme content and arrangement as planned
C. Programme content and arrangement as implemented
Focus 3 was a concrete proposal suggested by a panel of
experts on how to improve the Training Programme realistically.
The following information would be provided for them as a basis
for discussion:
A. The given objectives of the Training Programme
B. The operationalized objectives of the Training Programme
C. The functions of a SCO
D. The profile of target trainees
E. Duration of the Training Programme
F. The Budget
II, Research Instruments
A. Instruments for Focus 1
1. The involvement of experts
The involvement of experts had been an unique
characteristic of this study. Their assistance were enlisted
in the construction of research instruments, in developing
the marking scheme and in marking the answer scripts of
the various tests.
Hence it is important to highlight the number of
experts involved, their background and assistance given.
This can best be illustrated by the following table:
/Table 1
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TABLE I Illustration on the Number, Background
and Ascictnnce by the Exverts Involved
ExpertsAssistance RemarksBackground
rPnderPd involved
Inspector and AssistantExpertsOperationali zed
Inspector of the1 and 2objectives of
Education Department,Training Programme
serving as supervisors




(as above)1 and 2attitude items
of Instrument (C)
Inspector of EducationExpert 1Focus 1:
Department (as above)developed model
An experienced SchoolExpert 3answers for
Social Worker withInstrument (A)
experience in training
and working with SGOs
and holding a Master's
Degree in Social Work
ExpertsDeveloped model
(as above)1 and 3answers for
Instrument (C)
Developed marking Experts As the SGO programme
was new and there were(as above)l and 3scheme for
not that many profess-Instruments (A),
ionals who had both the(B) and (C)
experience in working
and training them, some





place some months later
Had experience inExpert 4Marked
training and workingInstrument (A)
with SGOs and holdingand (B) scripts
a Master's [degree in
Counselling and Guidance
(as above)Focus 3: developed Experts
a proposal on how 3, 4 and







Degree in Social Work
1 Determine miniliium Experts




2. Construction and administration of research instruments
Focus 1 concentrates on objectives (aa) and (b) of
the SGO Training Programme i.e. the acquisition of
knowledge, skill and attitude. The programme objectives
were operationalized through a discussion with the Inspector
and the Assistant Inspector of the Education Department who
supervised the student guidance officers in the schools
(a copy of the operationalized objectives is attached in
Appendix 3).
These operationalized objectives were then categorized
into knowledge, skill and attutide components and the
key components would be tested by the respective instruments.
In order to construct research instruments appropriate
to the level of the SGO trainees, one case record was randomly
selected from the workload of each SGO who were rendering
service in the field so as to give the evaluator an idea of
the type of cases being dealt with and the level at which
the SGOs were operating. Having decided the areas of
knowledge, skill and attitude and the level to he tested,
instrument (A) was developed to measure knowl edge,
Instrument (B) to measure skill, while Instrument (C), to
measure attitude.
Instrument (A) consisted of a case referral and a case
study, testing the following areas of knowledge:
a. The case referral which presented a pupil with
truancy problem and unco-operative parents was
used to test the trainee's ability to identify steps
to follow-up the case after reading the referral.
/b
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b. The case recording which illustrated a well-motivated
pupil whose schooling problem was precipitated by
complicated family problems and one of the siblings
suffering from physical/mental handicap, was used
to test if the trainee was able:
i. to identify the presenting problem,
ii. to identify the underlying problem,
iii. to write a clear objective,
iv. to identify the urgency of the problem and
the appropriate resource to alleviate the
problem and to point out how to give assistance,
v. to identify the elements required for the
establishment of worker-client relationship,
vi. to identify skills required in the helping process,
vii. to identify when to refer and the ability to use
appropriate resources for referral,
viii. to demonstrate the skills in writing a referral,
ix. to identify the role of a SGO, and
X. to identify the administrative tasks required
at this stage.
Both case referral and case study were designed with
questions requiring open answers. Three sets of test
instruments, covering similar key areas were developed for
pre-, post- and follow-up tests accordingly (copies of the
three sets of referrals and case studies used are attached
in Appendix 4a, b and c respectively).
/Instrument
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Instrument (B) was designed to test the following basic
helping skills:
a. The skills of attending to the client
b. The skills of responding which included
i. helping him to concretely talk about his special
experiences, behaviours and feelings,
ii. communicating to the client understanding of
the latter's feeling and/content of feeling
accurately,
iii. sharing genuineness with the client, and
iv. respecting the client.
c. The skills of integrative understanding which included
i. appropriately using the above and drawing
logical conclusions from what he said,
ii. helping client open up areas of what he only hinted,
iii. helping client see themes which he might have
overlooked,
iv. appropriately use helper self-disclosure, and
v. appropriately confronting the client to explore
and use his unused strengths.
The test was conducted through a role play where each
SGO trainee was required to interview one of the two primary
school aged clients, trained to perform the role of a
primary school pupil presenting behaviour problems in both
school and daily functioning while parents exhibited an over-
protective attitude. Three such role plays trying to elicit
/the
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the key skills to be tested, were developed for pre-,
post- and follow-up tests accordingly. Two clients were
used, one to relieve, the other to prevent overstrain and
exhaustion. The interview lasted approximately ten minutes
and was video-taped (copies of a description of the three
role plays are attached in Appendix 5a, b and c).
Instrument (C) was an attitude scale, designed to test
the trainees' attitudes mentioned in objective (b) on page 19.
The attitudes to be tested were those towards
a. Nature of work
b. Responsibilities and activities of work
c. The targets served
d. Motivation to become a SGO





f. The training programme
g. Self-image of the trainee
The steps for the construction of the attitude scale were
as follows:
a. Identification of attitude items (the nature of items
has been specified in the above paragraph) through
discussion with the Inspector and the Assistant
Inspector (Experts 1 and 2 in Table 1).
/Writing
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b. Writing of attitude statements by the SGO trainees
and selection of sixty clearly favourable and
unfavourable opinion statements for the attitude scale.
c. Assignment of a four-point scale to each statement
fully agree, somewhat agree, somewhat disagree and
fully disagree so that the trainee might check his
appropriate opinion for each statement.
(A copy of the final Attitude Scale appears in Appendix 6).-
All instruments were written in Chinese and were pilot-
tested on two SGOs who, due to various reasons, had been
delayed in joining the Education Department and therefore
were not included in the present Training Programme.
Instruments (A) and (C), i.e. those measuring knowledge
and attitude, were administered to all fifty trainees on three
different occasions: pre-, post-, and follow-up after
three months on the job. Instrument (B), a test on skills was
administered to a random sample of twenty-five trainees.
For Instrument (A), initially model answers and a
marking scheme were developed separately by two experts.
Differences of opinion in model answers were compromised
through discussion between them. A third person, experienced
in training the SGOs (Expert 4 in Table I) was invited to
mark the written scripts according to the model answers and
Marking Scheme. The sum of the scores for each question
would be the total score attained by the trainee. The details




For Instrument (B), in order to assess the interviewing
skills performed by each trainee, it was possible to assess
each skill specifically as well as to have an overall
assessment of the interview as a whole. Thus, B. Yau's
(1979) marking scale on trainee skills was used to assess
the specific level each trainee had reached for each of the
interviewing skills while an adaptation of i-Iewer's (1974)
Counselling Interview Supervision Form was used to assess
the general level of performance of each trainee in conducting
interveiw (copies.of the two forms are attached in Appendix 7
and 8). Expert 4 (Table I) who also had experience in training
and working with the SGOs, but had not been enlisted in
developing the Marking Scheme for fear of bias, was requested
to be the marker of all the video-taped interviews performed
by the trainees according to the above two forms by checking
on the scale appropriately. The actual weighting of each
scale was unknown to the marker to ensure objectivity.
The sum of the scores for each item on one form would
be the total score attained by the trainee for that form.
A grand total score of each trainee attained for the whole
video-tape test (i.e. on both forms) was calculated according
to the Marking Scheme which would be discussed on pages 29-37.
As for Instrument (C) the same two experts (Experts 1 and 3)
in Table I who had helped to develop the model answers for
Instrument (A) were requested to develop model scaling answers
for Instrument (C). Difference of opinion between the two
experts were compromised through discussion between them.
/The
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The scores of each item of the scale were added to
give a total score for this test. The development of the
Marking Scheme would be discussed in the following section.
The Marking Scheme3.
The steps in devising the Marking Scheme in Instrument (A)
were as follows:
a. The areas of knowledge to be tested were listed
b. The assistance of two experts, (Experts 1 and 3 on
Table 1) were enlisted to independently assign weightings
in terms of percentages to all areas to be tested in
order to reflect the significance of each area
c. The average of the weightings assigned to each area
by the two experts was taken as the final weighting
assigned




No. of questions of thatWeighting of each question
particular area
Thus the distribution of the final weightings for each
area is as follows:
/Table II
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Marking Scheme for Instrument (A) on KnowledgeTABLE II
Elements No. of items/ Weighting ofFinal
of the each itemAreas to be tested weightings questions in
Instrument assigned by each area
experts
Case -knolwedge on step 100 1 100




-identificationCase stud) 12 1 12
of the presenting
problem
-identification 10 1 10
of the underlying
problem




























10 1-skill in writing 10
a referral
12-to identify role 1 12
of SGO





The scoring of Instrument (A) was determined by the
followiniz formula:
Sum total of the score
attained in each area
100%Score of Instrument (A) Total weighting of the
Instrument (i.e. 200)
The steps in developing the Marking Scheme for
Instrument (B) on skills were as follows:
a. The assumption was that each interview could be
assessed specifically by the skills used as well as
in an overall manner. Yau's Marking Scale and Hewer's
Interview Supervision Form appropriately denoted
detailed assessment and general overall assessment
respectively, it was also assumed that there was a
high co-relation between Yau's marking scale and
Hewer's scale.
b. The assistance of the same two experts (Experts 1 and
on Table I) were asked to assign weightings to the
ten categories in Hewer's form, as it was more tedious
to assign weightings to the twenty-eight items in Yau's
form.
c. The average of the weightings of the experts was taken
as the final weighting assigned to each category.
d. Experts' advice were enlisted in matching the items
of Yau's form with that of Hewer's. As a result, it
was discovered that the items in Yau's form could
only matched nine categories of Hewer's form, thus the
final weightings were readjusted proportionally.
f. The weighting of each item in each form was determined





Weighting of each item
No. of items of that
particular area
The distribution of the final weightings after adjustment
and the weighting of each item of each form are as follows:
TABLE III Marking Scheme for Instrument (B) on Skills
No. of WeightingFinalThe Instrument
Areas to be tested weightings item in Item No. of eachComponents
it Pmassigned by each
areaexperts
2 5, 7 7empathetic skill 13.9Instrument (B1)
to reflect(Yau's
contentassessment
scale) 4.68, 14,13.9 3-empathetic skill
17to reflect
feelings
5 2.211 2, 3, 4-ability to
10, 11respect
213.9 76, 12-ability to be
concrete through
questioning
13.9 13.91 13-ability to be
concrete through
clarifications
2.813.9 5 1, 9,-ability to
23, 27,demonstrate
28genuineness




1 165.6-ability to 5.6
practise
confrontation
0 00 0-ability to
practise
immediacy

















































































Mete.: o was aSS to 'abil.'tjj to pract.s; mmeding
because experts aduising the atching of items of yau's farm
Hewers form found the4y aunnct match this item, thus
"o" weighting was given the final weight ings of each
tem were readjasted according by
To arrive at the grand total score for Instrument (B),
the following steps were taken:
a. The scores of each item in both Yau's and
Hewer's assessment scales were the product of
the weightings of each item by the number
assigned to the scale as indicated by the
marker's check. (The details of the scores
for both assessment scales are attached in
Appendix 9 and 10).
b. The score attained by each trainee on each
item could easily be identified by just
checking the answer with the corresponding
score in Appendix 9 and 10.
C. The total score for each of the two forms:
Yau's and Hewer's form were obtained by
totalling the score of the items on each form.
d. The grand total score for Instrument (B) was
attained through the following formula:
Total score attained in Yau's form= X
Total score attained in Hewer's form= Y
The grand total score
for Instrument (B)
*The figure 60 and 40 represented the weightings assigned




Steps in developing the Marking Scheme for
Instrument (C) on attitude were as follows:
a. Identification of areas in which attitudes were
to be tested and the corresponding attitude items
had already taken place during the development of
the attitude scale.
b. Experts 1 and 3 in Table I were requested to assign
weightings to Instrument (C).
c. The average of the weightings assigned to each area
by the 2 experts was taken as the'final weighting
assigned.
d. The weighting for each item was determined by the
following formula:
Weighting of each area
Weighting of each item
No. of items in that
particular area
Thus the distribution of the final weightings of each




TABLE IV: Marking Scheme for Instrument (C) on Attitude
Categories of items Final weightings Weighting ofNo. of items in
assigned by each itemeach categoryin Instrument (C)
experts
Nature of the work 23 16 1.4 (x16)
of the SGO
11Activities of the 8 1.4 (x8)
work of the SGO
Motivation to take 18.5 7 2.6 (x7)
up the work of the
SGO
Job satisfaction 8.5 5 1.7 (x5)
Salary received 3.5 2 1.8 (x2)
4.5Colleague 5 0.9 (x5)
relationship
Workload 5.5 2 2.8 (x2)
Work environment 4.5 2 2.3 (x2)
4.5 2Career prospect 2.3 (x2)
8.5 4Training given 2.1 (x4)
Image of the SGOs 8 7 1.1 (x7)
100 60 100Total
The score of Instrument (C) was determined by the
following steps:
a. Attain the score of each item by this formula
Score of each item= the weighting of each item x
the number assigned to that scale
(as indicated by the check of the
trainee)




The score received by each trainees from the above
instruments during the pre-, post- and follow-up tests
will be compared to find out if change had taken place
in the areas of knowledge, skill and attitude.
4. The determination of competence
To compare the score attained by trainees in the pre-,
post- and follow-up tests and thence to conclude if there
were any significant difference between them was not the
whole picture. The first objective also implied
Hypothesis 3, that all trainees, after taking the training
course, would be able to discharge their duties as SGOs
competently. The notion of Competency here was
interpreted as the minimum level of performance or minimum
competence by the trainees in each test. This was established
by adapting R. Ebel's model (1972) of setting up minimum
competency standards.
The minimum competency standard was denoted by a minimum
passing score which was derived from a subjective analysis of
the relevance and difficulty of each item area in a test.
Ebel used four categories of relevance (essential, important,
acceptable and questionable) and three categories of difficulty
(easy, medium and hard) to determine the significance of
each item/area of knowledge tested.
In estimating the minimum competency standard/minimum
passing score for each instrument in this study, the
following steps were taken:
/Two
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a. Two experts (Experts 2 and 3 in Table 1), both had
experience with the work and training of the SGOs,
were asked to set a minimum passing score on Ebel's
method. They were to estimate the percent in each item/
area that a barely passing trainee ought to be able to
answer correctly, e.g. experts might decide (as in the
following Table) that for essential items which were
also easy, trainees were expected to be able to attain
90% success whereas if the item was considered
questionable and hard, only 10%'s success was
expected from the trainee as minimum passing standard.
Since the same experts were used for the development of
model answers, marking scheme and minimum competence
standard, all these exercises did not take place at the
same time but with a deliberate spacing of about one-and-half
months apart so as to avoid bias.
The following reflected the minimum competency
standard estimated by the two experts. The percentage was
the average of the two experts' estimates.
TAB LE V Experts' Estimatesot the Minimum Passing% of Each
Category of Knowledge, Skill and Attitude in terms






Important 80% 60% 45%




b. Then the experts were asked to assign each item/area
of the three instruments independently to a relevance-
difficulty category such as follows
Whether the item was
Essential-Easy (EE), Essential-Medium (EM),
Essential-Hard (EH)?
Or whether it was
Important-Easy (IE), Important-Medium (IM),
Important-Hard (IH)?
Or whether it was
Acceptable-Easy (AE), Acceptable-Medium (AM),
Acceptable-Hard (MI)?
Or whether it was
Questionable-Easy (QE), Questionable-Medium (QM)
Questionable-Hard (QH)?
(Summary of the ratings of the two experts for each
instrument are attached in Appendix 12).
c. With the minimum passing score of each test worked out,
we could proceed to analyze the results accordingly.
B. Instrument for Focus 2
The instruments employed were documentary analysis and
interviews. The identification of documents for analysis was
decided through discussion with the Social Welfare Officer of
the Social Welfare Department who was responsible for the development
of social work programmes in schools and also with the Social
Welfare Officer who was the Chief Co-ordinator of the Training
Programme under review (i.e. 1980 Training Programmes).
/Documentary
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Documentary analysis included course files on the present
Training Programme for SGOs, relevant files on previous
training programmes, i.e. the 1979 Training Programme the
Induction Course, minutes of the Sub-committee on Training
Needs, and any other related policy files.
This was a one-shot study covering the following'areas
1. Background and the context of the Training Programme
2. Programme content and arrangement as planned
3. Programme content and arrangement as implemented
(Guidelines for analyzing documents is attached in Appendix 13).
As the purpose of Focus 2 was to find out if the 1980
Training Programme was being implemented according to its plan
and to identify modification, if any. Guided structured interviews
were held with the staff of both the Social Welfare Department
and the Education Department who were involved with planning
and implementation of the Training Programme. These included
the following persons:
1. The Chairman of the Sub-committee on Training Needs.
2. The Inspector of the Education Department who was
member of the Working Group responsible for planning
the Training Programme.
3. The Social Welfare Officer of the Social Welfare
Department who was ex-co-ordinator of a previous
SGO training programme as well as the planning
part of the 1980 Training Programme.
/The
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4. The Social Welfare Officer of the Social Welfare
Department who was Chief Co-ordinator of the
implementation part of the 1980 Training Programme.
S. The Assistant Social Welfare Officer of the Social
Welfare Department who was one of the two co-ordinators
assisting in the implementation of the 1980 Training
Programme.
6. The Assistant Inspector of the Education Department who
was the other co-ordinator assiting in the implementation
of the 1980 Training Programme.
(Guideline for the interviews is attached.in Appendix 13)
The findings were noted for analysis and comparison purposes
which would be further discussed in Chapter 4.
Instruments for Focus 3C.
A panel of three experts as specified on page 22 with
experience and expertise in guidance and counselling in schools
10
and the work of the SGOs were formed to develop an improved
Training Programme for the SGOs within the objectives given and
identified resource constraints. The information provided was
specified on page 21. The panel was requested to use such
information as reference and to design a three-month pre-service
Training Programme for forty- fifty SGOs. It was expected that
suggestions were to be given on the course content, the time
allocation of each area, the sequencing order and the teaching
activities envisaged to actualize the objectives of the Training
Programme. Results of the discussion should be recorded in a chart.
(A copy of the list of the information provided and the chart to
record panel suggestions are attached in Appendix 14 E 15 respectively).
CHAPTER 3 FOCUS 1: EXPERIMENTAL STUDY-
FINDINGS AND DISCUSSION
I. Findings
A. Trainees' performance on Instruments (A), (B) and (C)
As discussed in Chapter 2, Instruments (A) on knowledge,
(B) on skill and (C) on attitude were administered at three
different occasions: pre-, post- and follow-up tests. The
final score of each of these instruments in each occasion was
computed. Since each trainee took both the pre-test and the
post-test and again the follow-up test, the scores in the pre-
and post-tests as well as those between the post- and follow-up
tests were compared, and a matched-pair t-test was carried out
to see whether there was any significance in the trainees'
performance in each case. Five percent significant level was
used throughout the tests.
Table VI showed the comparison of the mean, standard
deviation and t-value of trainee test scores for pre- and
post-tests.
TABLE VI Mean, Standard Deviation and Difference of Mean



























64. IS 67.91 4.82 5.69 3.6 Significant
30.22 37.83 15.59 15. 13 -1.9 Significant
71.36 71.49 4.0 4.32 0.2 Not
significant
Nota; As the N ean s.d. are derived from the no of pairs of fminees who
have taken both tests (pre-post testsssss). they are hecessarilyh diffcrer
from these in App .16
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The comparison of trainee test scores for pre- and
post-tests revealed that there was significant increase in the
post-test scores in two of the three instruments, i.e.
Instrument (A) on knowledge and Instrument (B) on skill.
Again, the mean, standard deviation and t-value of trainee
test scores for post and follow-up tests were compared, the
results were shown in Table VII.
TABLE VII Mean, Standard Deviation and Difference of Mean




Follow- Post- Follow-having taken Post
both tests test up test test up test
Instrument (A):
Not
42 67.55Case referral ft 5.85 5.69 0.3
-ignificant167.79
case study
NotInstrument (B): 40.5414 15.73 12.39 1.04137.82Video-tape ignifican1
1 NotInstrument (C): 42 71.15 4.09 3.64 O.5171.49Attitude scale significan
N.B. The mean and standard deviation of the post-test scores in this
table differ from those in Table VI because. the pairs being
compared in both cases were not necessarily identical.
The comparison of trainee test scores for post- and follow-up-
tests showed that there were no significant difference in all the
three instruments.
Scores of individual trainees on Instruments (A), (B) and
(C) for pre-, post- and follow-up tests are attached in Appendix 16.
/Trainees
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B. Trainees' performance by background
The trainees' performance by background in terms of sex,
age, those with relevant training experience (e.g. extra-mural
course on counselling), and teaching experience were further
analysed for pre- and post-tests and again for post- and
follow-up tests. Significance at five percent level would be
denoted by "*" in the following tables.
1. Trainees' performance by background for pre- and post-
tests.
a. Table VIII compares the trainee test scores by
sex for pre- and post-tests.
TABLE VIII Trainee Test Scores by Sex for Pre- and Post-tests
Male Female
Instruments
No. of pairs No. of pairs
of trainees of trainees
t-value t-value
having taken having taken
both tests both tests
Instrument (A):
0.2918 26 5.6*Case referral
case study
Instrument (B):
5 0.69 13 1.7Video-tape
Instrument (C):
18 0.27 26 0.49Attitude scale
W significant at rive percent level
Comparison of the trainee test scores by sex for
pre- and post-tests reflected significant progress in
Instrument (A) on knowledge for female trainees.
/When.
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b. When the trainee test scores by age were compared,
the age grouping was divided into two categories: those
who were aged 30 and under, and those who were aged 31
and above. (See Table IX).
TABLE IX Trainee Test Scores by Age for Pre- and Post-tests
Aged 30 and under Aged 31 and above
Instruments No. of pairs No. of pairs
of trainees of trainees
t-value t-value
having taken having taken
both tests both tests
Instrument (A):





.0.5334 1 0 0.40Attitude scale
* significant at five percent level
Comparison of the trainee test scores by age for
pre- and post-tests reflected significant progress with
the age grouping Aged 30 and under in two of the
instruments (i.e. Instrument (A) on knowledge and
Instrument (}3) on skill).
C. Table X compared the trainee test scores by relevant
training experience. Relevant training experience here
referred to any human relations training course in
addition to the 1980 Training Programme, examples were
/extra-mural.
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extra-mural courses in guidance and counselling,
handling children with problems etc. The trainees
were classified into two groups here: those with
relevant training experience and those without.
TABLE X Trainee Test Scores by Relevant Training Experience
for Pre- and Post-tests
Those with no relevantThose with relevant
training experience training experience
Instruments
No. of pairsNo. of pairs
of trainees of trainees
t-value t-value
having taken having taken
both testsjboth tests
Instrument (A):
2.65*1.45 2714Case referral E
case study
Instrument (B): -0.30 144 2.04*
Video-tape
Instrument (C):
0.3014 27Attitude scale 0.08*
* significant at five percent level
Comparison of the trainee test scores by relevant
training experience for pre- and post-tests showed
significant progress with the group who have no
relevant training experience in all three Instrument (A),
(B) and (C) (i. e. knowledge, skill and attitude).
/Table XI
d. Table XI compared the trainee test scores by teaching
experience. The trainees were first grouped under two
major categories here: those with no teaching experience
and those with teaching experience. Again within the
latter category, trainees were sub-divided into four
groups: those who had up to 2 years' teaching experience,
and those who had more than 2 years' teaching experience,
those with 5 years' teaching experience and those who
had more than 5 years' teaching experience.





































































significant at five pecent level
Compariaor
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Comparison of the trainee test scores by teaching
experience for pre- and post-tests showed significant
progress with those who had teaching experience,
in some of the Instruments. Significant progress was
found with the group who had teaching experience for up
to 2 years but only in Instrument (A) on knowledge.
As with the group that had "2 or more years of teaching
experience, significant progress was shown in all three
instruments on knowledge, skill, and attitude. When the
trainee test scoresof the groups up to 5 years and
"5 and more years were examined: both groups showed
significant progress but only in Instrument (A) on knowledge.
2. Trainees' performance by background for. post- and follow-up
tests.
a. The trainee test scores by sex for post- and follow-up
tests were also compared and Table XII illustrates the
results:
TABLE XII Trainee Test Scores by Sex for Post- and Follow-up Tests
Male Female.
No. of pairsNo. of pairsInstruments
of traineesof trainees t-value t-value
having taken having taken
both testsboth tests
Instrument, (A):






17 0.08 25 0.87Attitude scale
significant at five percent level
/Comparison
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Comparison of the trainee test scores by sex for
post- and follow-up tests reflected significant progress
in only the male test scores in Instrument (B) on skill.
b When the trainee test scores by age were compared, the
age grouping was again divided into two groups: those
aged 30 and under and those aged 31 and above.
Table XIII showed the results:
TABLE XIII Trainee Test Scores by Age for Post- and Follow-up Tests
Aged 30 and under Aged 31 and above
Instruments
No. of pairs No. of pairs
of trainees of trainees
t-value t-value
having taken having taken
both tests both tests
Instrument (A):
Case referral & 0.2231 11 0.21
case study
Instrument (B):
13 1,12 II 9.99Video-tape
Instrument (Q:
31 0.62 11 0.16Attitude scale
Comparison of the trainee test scores by age for
post- and follow-up tests reflected no significant
difference in any of the instruments with either group.
/Table XIV
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C. Table XIV compared the trainee test scores by relevant
training experience. Similar to the pre-, post-tests
situation, the trainees were grouped broadly into two
groups: those with relevant training experience and
those with no relevant training experience.
TABLE XIV Trainee Test Scores by Relevant Training Experience
for Post- and Follow-up Tests
Those with Those with no
relevant exneriencerelevant experience
Instruments
No. of pairs No. of pairs
of trainees of trainees
t-value t-value
having taken having taken
both tests both tests
Instrument (A):
0.1414 24 0.26Case referria
case study
Instrument (B): 0.89 0.554 10
Video-tape
Instrument (C):
14 1.11 24 0.53Attitude scale
Comparison of the trainee test scores by relevant
training experience for post- and follow-up tests showed




d. Table XV compared the trainee test scores by teaching
experience. As in the case of comparing pre- and
post-test scores, the trainees were classified into two
major categories: those with no teaching experience and
those with teaching experience. Then, within the latter
category, trainees were further sub-divided into four
sub-groups: those who had up to 2 years' teaching
experience, those who had more than 2 years' teaching
experience, those with up to 5 years' teaching experience
and those who had 5 and more years' teaching experience.
TABLEXV Trainee Test Scores by Teachin Experience for Post-
and Follow-up Tests
Thosewith teaching experienceThosewith no
teaching experience
Up to 2 years 2 E moreyears Up to 5 years 5 more years
Instruments
No. of pairs No. of pairs No. of pairs No. of pairs No. of pairsof trainees of trainces of trainees of trainees of traineest-value t-va1ue t-valuet-Va1uehaving taken It-value having taken having taken having taken having takenboth tests both tests both tests both tests both tests
Instrument (A)
Casereferral 3 0.55 10 0.25 32 0.22 21 0.55 21 0.10Casestudy
Instrument (B): 2 0.51 -0.535 0.85 9 0.70Video-tape 9 0.755
Attitude scale 3 0.63 10 0.86 32 0.74 21Attitude scale 0.42 21 0.40
/Comparison
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Comparison of the trainee test scores by teaching
experience for post- and follow-up tests revealed that
there was no significant difference in any of the three
instruments with any of the groups.
C. Minimum competence standard
When the mean scores of the pre- and post-tests were
compared and again the post- and follow-up tests were compared
with the minimum competence standard of each instrument developed
by the experts, they reflected the results which were illustrated
in Table XVI below:
TABLE XVI Comparison of Trainee Mean Scores for the Instrument (A),
(13) and (C) on a Pre-, Post-, Follow-up Test basis with





64.1159 67.73Case referral 67.55
case study
Instrument (B): 32.56 37.83 41.5457
Video-tape
Instrument (C):
71.25 71.1565 71 .51
Attitude scale
Trainee mean scores, when compared under the three different
occasions, re: pre-, post- and follow-up tests, showed increase
in scores for all three instruments on knowledge, ski l 1. and attitude.
Instrument (B) on skill was the only aspect that revealed
continuous increase in the follow-up test. When mean scores were
compared with the minimum competence standard, the mean scores in
/the
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the pre-, post- and follow-up tests for both Instruments (A)
and (C), on knowledge and attitude respectively, were above
the minimum competence standard but those mean scores for
Instrument (B) on skill, despite continuous improvement,
had not yet met with the minimum competent standard.
II. Discussion
Not all of the total chosen population took the test, the
percentages of the respondents was 88 percent for pre-post-test
and 86 percent for post-follow-up test for Instrument (A) and (C)
the percentages of respondents was 72 percent for pre-post-test
and 56 percent for post-follow-up test for Instrument (B). Taken
into account the voluntary nature of the research and that it took
almost nine months to complete. Such percentages of respondents
could generally be considered as acceptable.
In a comparison of trainee performance for pre- and post-tests,
results showed that in all three areas of knowledge, skill and attitude,
areas
two out of the threeAhave demonstrated significant increase in score
in favour of the post-test results. The two areas were knowledge and
skill. However, the attitude area showed no significant difference.
Hypothesis I that the trainees would make progress in knowledge, skill
and attitude after taking the three-month Training Programme had been
proved to be correct to a certain extent as progress was seen in the
area of knowledge and skill. It was not surprising that no progress
was shown in the attitude area as one could hardly expect trainees
to have positive significant change in attitudes through a compact
three-month training course. Moreover, attitude change may take
longer for mature adult trainees.
/ Wh en
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When the results of post- and follow-up tests were compared,
none of the results showed any significant difference. Although
the t-value of Instrument (B) on skill was -1.04, relatively near
to the critical value of -1.73, it was really not high enough to
show any significance as the result might probably be due to chance.
Thus the Hypothesis 2 that knowledge, skill and attitude
would be improved after three-months' experience on the job had
been nullified. This might be due to several reasons: that the
setting might be so adverse and the workload so high that the
chance to practise what had been learned was slight or that the
supervision rendered had been primarily on administrative aspects
rather than professional development and hence no further growth
in these areas were made thus, in either case, the chance of applying
classroom learning would be slim and therefore it was not surprising to
find that there was no improvement in these areas.
On further analyzing the pre- and post-test results in relation
to the trainees' background, i.e. sex, age, relevant training
experience such as extra-mural courses on counselling and teaching
experience, increase in scoresin favour of the post-test results
that demonstrate significant difference were:
A. Sexwise, the female trainees demonstrated significant
increase in scores in Instrument (A) on knowledge.
B. Agewise, those aged 30 and tinder showed significant
increase in scores in Instrument (A) on knowledge and
Instrument (B) on skill.
/When
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L When data of those with/without relevant training experience
were compared, it was found that those without relevant
teaching experience showed significant change in all three
instruments on knowledge, skill and attitude.
D. When the data of those with/without teaching experience were
compared, it was found that those with teaching experience
revealed significant progress in Instrument (A) on knowledge,
significant change was also found in Instrument (A) on knowledge
with those who had up to 2 years' teaching experience but increase
in all three instruments was found with those who had more than
2 years' teaching experience.
However,. when the trainee test scores of those who had up to
5 years' teaching experience and those with 5 and more years'
teaching experience were examined, significant progress was found
in both groups for Instrument (A) on knowledge. Hence, this tended
to suggest that while significant change in the knowledge area was
consistently with the group who had teaching experience, such format
of training seemed to be particularly effective with those who had
2 to 5 years of teaching experience. This was probably due to the
fact that this group had taught for 2 to 5 years and yet decided
to leave the teaching post, hence they were more open and receptive
to new learning, whereas those who had over 5 years' teaching
experience might have to take longer time to unlearn their old
patterns before they could take in new learning.
/TThus
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Thus, this apparently showed that the 1980 Training Programme
seemed to be more effective with the female trainees, trainees
under 30, trainees with no relevant training and those with 2 years
or above teaching experience it was especially beneficial to those
who had 2 to 5 years' teaching experience.
When the post- and follow-up test results were examined in
relation to the trainees' background, only the male trainees
demonstrated significant change in Instrument (1)') on skill in favour
of the follow-up test, however, the sample was really too small to
be of any significant value as it might have been a result due to
chance.
The trainee's mean scores on knowledge and attitude areas, when
compared with the minimum competence standard, reflected that they
were above the minimum standard in all three occasions, i.e. pre-,
post- and follow-up tests. However, suchwas not the case with the
skill area although continuous increase in mean scores had been shotivrn
in the skill aspect from the pre-test through the post-test to the
follow-up test. When comparing pre- and post-test results, while the
knowledge and attitude areas of the trainees had apparently reached
the above minimum competence standard, this might not be due to the
impact of the 1980 Training Programme, aas the minimum standard had
already been reached prior to training. On the same terms of
reference, the same might have been said in the case of skill.
Trainees did not reach a minimum competence standard in the ski l l
area, not even at the post-test stage despite there was some improvement
in scores, thus, even if there was improvement, there was not enough
/evidence
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evidence to establish that it was this particular Training Programme
that helped the trainee to attain a minimum competence standard
in all areas. Although scorewise, the programme had upgraded significantly
the quality of the trainees in the areas of knowledge and skill, it
did not change their behaviour in the direction from lower than
minimum standard to at least reaching the minimum standard.
In the area of skill, the change in score brought about by the
programme was not yet up to the minimum competence standard as
specified by the experts. Thus Hypothesis 3 assuming that the Training
Programme could achieve a minimum competence standard in all three
areas of knowledge, skill and attitude could not be justified. It
seemed that new knowledge unique to the profession and competence
of School Guidance Officers needed to be included in the future
curriculum.
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CHAPTER 4 FOCUS 2: IMPLEMENTATION EVALUATION
IntroductionI.
This part was a programme implementation evaluation. The
purpose was to find out if the Training Programme was being
implemented according to its plan and to identify modification, if
any (Hypothesis 4).
The report here broadly covers: the background and context of
the 1980 Training Programme, the Training Programme as planned, the
Training Programme as implemented, the comparisons on the latter two
areas and discussion.
Background and Context of the 1980 Training ProgrammeII
A. The physical set up of the Training Programme
The Training Programme, titled Pre-service Training Course
for Student Guidance Officers, (hereafter referred to as the 1980
Training Programme) began on September 15, 1980 and ended on
December 13, 1980. Its major activities consisted of:
1. Pre-training attachment to serving student guidance
officers (SGOs).
2. Classroom teaching (in multi-activities form such as
lectures, observational visits, group discussions/exercises,
integrative seminars/debates, films/slide shows, role play,




The pre-training attachment to the serving SGOs took place
in the various schools where the SGOs were allocated. Classroom
teaching, integrative seminars and debates were mainly conducted
in the largest lecture room (Rm. 206) in Lady Trench Training Centre,
44 Oi Kwan Road, Wan Chai. Observational visits to social service
agencies were scheduled to the organizations where services were
delivered, government transport was provided to bring trainees
to agencies that were distant from Lady Trench Training Centre
in order to save time and to ensure their punctual arrival.
For fieldwork, trainees were placed in various selected primary
schools, where they had their pre-training attachment.
Origin and development of the 1980 Training ProgrammeB.
As specified in Section I of Chapter 1, the need of pre-
service training for the SGOs had been endorsed by the Hong Kong
Government. The 1980 Training Programme was not the first attempt
to implement such policy. The first one was jointly conducted by
the Social Welfare Department and the Education Department, in
September 1978, a three-months' Training Programme for seventy-eight
Student Guidance Officers. The next attempt to train a second
batch of SGOs took place in January, 1980, in the form of
a one-week Induction Course, organized by the Social Welfare
Department for seven SGOs. The shortened format was due to the
fact that the small number of the newly recruited SGOs did not
merit a full formal three-month training. Meanwhile, negotiations
had been going on between the Social Welfare Department and the
/Educati on
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Education Department on the feasibility of the former to
run another Training Programme in September 1980, on a similar
line as the one in 1978. At first, due to manpower constraints
the Social Welfare Department was rather reluctant to commit
itself to an extra-departmental training activity. Nevertheless,
in March 1979 it agreed to help with the 1980 training course but
suggested the Education Department to seek help from other possible
training institutes from then on.
Around January 1980, a Sub-committee on Training Needs
was formed by the Central Guiding Committee of the School
Social Work, a policy recommendation committee by the Social
Welfare Department to oversee the development of school social work.
This Sub-committee studied the outlines and time-tables of the
previous training programmes and concluded that both the content
and sequence of the sessions had not been satisfactory, that there
was the need to set up a working group to re-design the contents
of the training programme to the needs reflected in the duties of
the SGOs. Thus, the Working Group on Pre-service Training
Programme for SGOs was formed to plan for the 1980 course in
more detail.
This Working Group was composed of: representatives from
the Services and the Special Education Section of the Education
Department, the Development Branch and the Training Section of
the Social Welfare Department.
/Almost
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Almost immediately, the Working Group commenced with the
task. The first meeting was held on January 24, 1980. Throughout
the following eight months, the Working Group had been very active
in planning the Training Programme, re-designed its training
contents and prepared for its implementation in detail.
Although the 1979 Review Meetings on the Programme Plan on
Personal Social Work Among Young People had pointed out that the
three-months' pre-service training course organized in 1978 had
not provided adequate training for the SGOs and recommended that
the training course be extended to four or five months, the 1980
Training Programme had not been lengthened because the constraints
on resources was formidable.
The details of the Training Programme as planned and
implemented will be discussed in Section III and IV of this
Chapter.
Background of the traineesC.
The trainees of the training course were fifty newly
recruited SGOs from mainly Government-aided schools. Upon
appointment, they became employees of the Education Department.
Thus, they were different from trainees of the first Training
Programme (1978) who were surplus teachers.
The background of the trainees in terms of sex, age, marital
status and teaching experience are illustrated in the following
tables.
/Table XV11
Table XVII reflects sex distribution of trainees by
marital status.




8 3123Female (25.8)(74.2) 1 (100)
(62%)
142. l l8 1911Male 1 (100)1(s7.9)
(38%)
16 5034Total X32, (100)1(68)
(100%)
The trainees of this Training Programme had 31 (62%) female
and 19 (38%) males. Within the female group, 23 (74.20) were
single and 8 (25.8%) were married. Among the males, 11 (57.9%)
were single and 8 (42.1%) were married.
Table XVIII shows the age distribution of trainees.
TABLE XVIII Age Distribution of Trainees
No. of SGOsAge grouping
1822 0- 25 (36)
2126- 30 (42)
331- 3S (6)





Generally speaking, the trainees of the 1980 Training
Programme were young, 39 (78%) of them were 30. years old
or under while the remaining 11 (22%) were aged 31 and over.
Table XIX reflects the teaching experience of the trainees.






143 - 5 Cis)
(44226 and over
50Total (100)
5 (10%) of the trainees had no teaching experience while
the remaining 45 (90%) had teaching experience. Within the
latter group, 9 (18%) had one to two years' teaching experience
while the rest 36 (72%) had three years' and over teaching
experience.
Duing the first and second weeks of the training course,
only forty-six and forty-seven SGOs attended the course
respectively'as some three to four SGOs had not yet reported
to duty. From the third week on, there was full attendance of
the fifty trainees. One, however, resigned during the course
because he felt that the work of the SGO was not what he had
expected. Yet, he did not leave till the course had been completed.
/Tile
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D. The programme personnel
The 1979 Review Meeting of the Programme Plan had also
stipulated that the Social Welfare Department should take up
the overall co-ordination of the 1980 Training Programme,
nevertheless, the actual planning and implementation of this
Training Programme had involved programme personnel of different
nature and size.
During the planning stage: the members of the Working Group
were: one inspector and two assistant inspectors from the
Education Department, one social welfare officer and one assistant
social welfare officer from the Social Welfare Department.
The shortage of staff resources and the variety of features
presented in the course content necessitated the involvement of
different groups of programme personnel. This may be roughly
classified into:
1. The administration group- the three course staff who
formed the co-ordination team. They were members of the
Working Group. When the implementation stage was drawing
near, one Social Welfare Officer became the Course Co-ordinator
while the Assistant Social Welfare Officer of the Social Welfare
Department and the Assistant Inspector of the Education
Department became the Assistant Co-ordinators. They were
often referred to as the course staff. In addition to
their co-ordination and monitoring roles, they were responsible
for organizing observational visits,leading group disucssions,
/integrative
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integrative seminars/debates. One typist from the
Education Department was deployed to help with the clerical
work required by the course.
The group that primarily imparted classroom knowledge-2.
the guest lecturers who were mainly responsible for the
classroom teaching. Sixty guest lecturers from the Chinese
University of Hong Kong, the Hong Kong Polytechnic, the
voluntary welfare agencies, the Education Department, the
Social Welfare Department and other Government departments
also helped in the teaching of the course.
The group that focussed on skill teaching- twenty-five3.
serving SGOs helped to acquaint the trainees with the daily
routines of a SGO's work during the pro-service training
attachment.
In addition, twenty-five practising school social workers
from the voluntary welfare agencies were recruited to be
part-time fieldwork supervisors during the fieldwork placement
period, helping the trainees to integrate classroom knowledge
with practice.
(The job descriptions of these major personnel involved
are attached in Appendix 17).
Such a composition of programme personnel was more an outcome
of expediency than rationale. In view of the urgency to conduct the
Training Programme and of the resource constraints, it was up to
the two departments, i.e. the Education Department and the Social
Welfare Department to identify the number and level of staff each
/could
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could afford to redeploy. In other words, no staff was
employed or created for this particular Training Programme.
From the planning, implementation to the completion of the
Training Programme, (January 1980 to December 1980), the overall
co-ordination was served by a course co-ordinator, the officer
occupying this post was changed three times, while those occupying
the posts of assistant co-ordinators were changed once in each case.
The reasons for change in the course co-ordinator and one of the
assistant co-ordinator's posts were due purely to departmental staff
re-deployment purpose while change in the other assistant
co-ordinator's post was due to the staff leaving Hong Kong for
further studies.
The constraints in staff resources of the two departments
left the responsibility of major teaching activities to guest
lecturers and fieldwork supervisors.
The procedure for the recruitment of guest lecturers
were as follows
In the main, names of several guest lecturers were
suggested by the Working Group (mentioned in page 60) for each
topic according to his/her expertise and interest. Then the
co-ordinator with social work background would invite lecturers
who would lecture on topics pertaining to his background, while
the same was carried out by the co-ordinator with education
background. Further, lecturers speaking on topics related to
special education were approached by the Special Education Section
of the Education Department.
/In
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In the recruitment of part-time fieldwork supervisors,
school social workers from the voluntary welfare agencies were
invited to participate through the School Social Work Committee
of the Hong Kong Council of Social Service. The following criteria
were used as recruitment guidelines:
1. Preferably three years' experience in School Social Work
2. Positive attitude•
3. Serving school social workers
4. Preferably of Assistant Social Welfare Officer grade
5. Location of the office where the school social workers
were placed- preferably not posted on off-shore islands.
In the case of recruitment of the serving SGOs to help in
the pre-training attachement, the criteria were as follows
1. Positive attitude of the serving SGOs
2. Good working environment of the schools they serve
3. The location of the schools served by the SGOs matching
with the residence of the trainees so that they did not
have to spend long hours on travelling.
It was the Inspector of the Education Department (not member
of the co-ordination team) who selected the schools and the SGOs.
This was probably due to her close working relationship with the
SGOs and the schools.
E. Budget
The budget on the operation of the 1980 Training Programme
was estimated as follows:
/Honorarium
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1. Honorarium for lecturers:
$65 per hourRate
61 hoursTotal lecture hours
(delivered by non-departmental staff)
$65 x 61= $3,965Total cost
($2,340 Social Work input
$1,625 Education input)
2. Honorarium for part-time fieldwork supervisors:
$45 per hourRate
3 hrs/week (for 2 SGOs)Total hours for field supervision
x 8 weeks= 24 hours
Total number of part-time supervisors 25 (from voluntary agencies)
$45 x 24 x 2S= $27,000Total cost
3. Personal emoluments:
a. Course co-ordinator (Social Welfare Department)
1 Social Welfare Officer $7,300 x 4= $29,200
(mid-point) for 4 months full
time
U. Assistant course co-ordinator (Social Welfare Dept.)
1 Assistant (mid-point) for $4,600 x 4= $18,400
4 months full time
Liaison Officer (Education Department)C.
1 Assistant Inspector $8,200 x 4= $32,800
(mid-point) for 4 months
full time





2 pool cars for SO SGOs
18 visits required provision of transport/21 pool
car service required
Cost of. 1 ml. of pool car service= $4
Cross Harbour Tunnel far( $15 single journey
x 2 (returned journey)




Cost per unitItem Quantity
cost
Stencils $167$7.96@ quire21 quire
(24 sheets/quire)
$8.05@ ream76 reamPaper $612
(5nn chPPtc /rpnm)
$6.29@ ream3 ream $ 19Newsprint
(500 sheets/ream)
60 $144$2.40Filing jacket
200Letter form $ 4$0.02
200 $ 5Envelopes $0.024
(GF 396)
10 $ 20$2.00Felt pen
10 $ 25$2.50Markers









Cost per unitItem Quantity cost
$ 4Name tape 66 $0.055
$ 1312 rollsScotch tape $1.09
$ 6Pencils 66 $0.09
$ 24Pens 132 $0.18
120 ream $6.80@ ream $816Writing paper
(500 sheets/ream)
Printing oil 8 $ 50$6.30
$2,247
Total other charges= $2,247 (excluding transportation
expenditure)
C. Equipment:
- chlairs, tables, etc.
- audio-visual aides, e.g. slide/film projectors,
microphone etc. (to be provided free by the existing
resources within Education Department/Social Welfare
Department).
d. Miscellaneous
Expenses on Opening Ceremony $100











The major cost items fell on the honorarium for guest
lecturers, fieldwork supervisors and personal emoluments.
Other than the salaries of the course staff which were included
in the usual administrative vote of the respective departments,
the major source of expenditure was borne by the Education
Department. Please note that the salary of the typist, for
some reason, had not been included in the budget. The salary of
guest speakers who were civil servants had not been accounted fo:
either, though from the Training Programme's point of view, this
could be viewed as a cost item. Further, the use of classroom
were provided free by Social Welfare Department while the use of
audio-visual equipments by the Education Department.
Therefore, the above budget was a conservative estimate in
the total cost in implementing the Train-ing Programme. Basing
on this budget, we found that the-per trainee cost of the
Training Programme to be:
III. The 1980 Training Programme as Planned
During the planning stage, the following crucial elements were
employed to realize the objectives of the 1980 Training Programme (a),
(b), as specified on page 19:
A. The components of the Training Programme and its multi-
training activities
B. The syllabus of the Training Programme




This section describes in general, the above elements as planned
while Section IV will be devoted to illustrating these as implemented.
Modifications, if any, will be identified and discussed.
Table XX illustrates the outline of the Training Programme
components, its syllabus as planned, time allocation, responsible
department and programme personnel for implementation. Further
details of the syllabus is attached at Appendix 1.8.
TABLEXX Outline of the 1980 Training Programmeas Planned
Programmecomponents Time Responsible ProgrammepersonnelContent of syllabusnature of activities responsible for Implementationallocation department
rre-tr:.ining Pre-training attachment in both Governmentand aided 85 days E.D. serving SGOs
attachments primary schools
Classroomteaching Understandinghumanbehaviour
(multi-activities: a. HumanGrowthF, Development(1.1- 1.4) 10 hours E.D. guest lecturerslectures, group
course staff to accompanydiscussion, film/ b. Commonlearning i behaviour problems of E.D.12 ,hours trainees on observationalslide shows, role school children, causes G methodsin helping
visits and to lead groupplay these children (1.5- 1.10)
Understandingthe role and function of SGO
a. The service (2.1) 4 hours E.D.
1). Administration (2.2- 2.G) 12 hours S.Iti.D.
c. Programmeand activities (2.7- 2.9) 11 hours S.IV.D.
d. Technique, skills G knowledgeof social work 27 hours S.IV.D.(2.10- 2.13)
C. Educational guidance and counselling (2.14- 2.17) 11 hours E.D.
Understandingsocial problem and communityresources 35 hours S.WD.(including observational visits)(3.1- 3.10)
Understandingeducation provision in HongKong_ 23 hours E.D.(4.1- 4.4)
Resourcecatalogue I' hours S.W.D.
Integrative seminars/debates 1 1) hours S.W.U.
Groupdiscussion (general) 14 hours S.W.D.
Fieldwork practice in both Governmentand aided'Fieldwork placement 16 days of S.I.D. part-time fieldworkprimary schools 8 hours supervisors
each
E.D.- Education Department
S.W.D.- Social Welfare Department
/The
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The components of the Training Programme and its multi-activitiesA
The outline of the 1980 Training Programme revealed that
there were three major components in the Training Programme.
Suffice it.here to give a brief description on these with
the various training activities involved, the detail operations
of each are attached in Appendix 19.
1. Pre-training attachment- this involved the placement of
two trainees with a serving SGO in the primary schools
for a period of about eight days. The objective was
to enable the trainees to have'an initial exposure to the
SGOs' duties, routine procedures and the school setting.
It was hoped that such background understanding would
enable better learning among the trainees.
2. Classroom teaching- this involved primarily the
dissemination of knowledge through a multi-activity
approach e.g. lecturing,group discussions, integrative
seminars/debates, resource catalogue, observational visits,
etc. The four main areas of knowledge input were as
follows:
a. Understanding human behaviour
b. Understanding the role and function of SGO
c. Understanding social problem and community resources
d. Understanding education provision in Hong Kong
The major training- activities involved were:
/Lectures
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a. Lectures- some sixty guest lecturers from concerned
and related government departments, practising
professionals as well as from the training institutes
were invited to teach on various topics.
Group discussiors- the trainees would be divided intob.
two or more groups for two-hour group discussion
sessions where they could share common problems and
difficulties encountered in pre-training attachment
and fieldwork, exchange opinions and integrate theories
and practice. Thus group discussion sessions might be
run in various forms, namely, case conference by
inviting SGCRO/SGO as a resource person, discussion
on films, articles, etc. Course staff were expected
to be group leaders of such sessions.
Integrative seminars/debates- trainees would be dividedC.
into two or more groups where they would plan for the
seminar/debate. There would be five such sessions. The
objective was to integrate on the one hand, the Social
Welfare Department and the Education Department inputs,
and on the other, the classroom theories with the
fieldwork practice.
Resource catalogue- trainees would be divided up intod.
small groups to compile a resource catalogue on the
observational visits. Materials obtained from the




e. Observational visits- trainees would be divided into
two groups, led by the course staff, for such visits.
The two groups might visit different places at the
same time. The purpose was to familiarize the trainees
with community resources and the procedures of making
use of these resources. It was meant to actualize the
idea of teaching on sites.
3. Fieldwork placement- this involved the placement of a trainee,
mainly back to the Government or aided primary school where
he had his pre-training attachment, for about sixteen full
days, spread through eight weeks, (i.e. two days per week)
The SGO would be supervised by a part-time fieldwork
supervisor whose duty was to help the trainee to apply the
classroom learning to the field. This was often done through
one session of supervision per week. However, cases and
group projects assigned to trainees in fieldwork were
selected by the serving SGO of that particular primary
school where the trainee was placed.
B. The syllabus of the Training Programme
The four main areas of the syllabus of the Training Programme
has been described in the previous section. Table XX revealed
that its contents were conveniently and somewhat arbitrarily
divided into what was termed Social Welfare Department input
and Education Department input. Discussion with course staff
reflected that the Education Department input was further
sub-divided into those which concerned professional knowledge
/and.
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and those related more to administration and resources.
The former referred to those areas that were more related to
the Special Education Section which was responsible for its
co-ordination while the latter concerned the operation of the
SGO programme which fell into the ambit of the team monitoring
the implementation of the SGO scheme in the Education Department.
The programme personnel responsible for implementationC.
The classification of the various groups of programme
personnel involved and their major functions have been discussed
in Chapter 4, Section IT D.
D. Evaluation as planned
During the planning stage of the Training Programme, the
need for evaluation was well recognized. The early format of
how to conduct the evaluation was explored by the Working Group
which was responsible for planning the 1.980 Training Programme.
It was agreed that the overall evaluation by the trainees would
be compiled in a written report by the course co-ordinator but
no written evaluation on each trainee would be required from
fieldwork, rather, such evaluation would take place informally
between the supervisors and the trainees concerned. However,
by the end of May 1980, the course evaluation by the trainees
was decided to take place in two parts: a weekly session for
half-an-hour would be held in verbal form, and a written
evaluation on-the overall course at the last session. Yet,
about two months befo,1•e the Training Programme commenced, due
to time constraint and the predictable complications in data
processing of a verbal evaluation, the course co-ordinator




By the time the Training Programme was about to start, it
was envisaged that the whole course would embody the following
evaluation exercise:
1. Weekly evaluation by the trainees in written form-
this was to ensure that the Training Programme was
meeting the needs of the trainees and that the course
was not off its track. Trainees were requested to fill
in this evaluation form to give their impression, opinions
and suggestions on the course conducted during the previous
week. A sample of the evaluation form is attached in
Appendix 20 for reference.
Weekly evaluation would start with the third week since
the first two weeks were spent on pre-training attachment.
Hence, time for evaluation (one-hour session) termed as
review was built into the time-table for such purpose.
However, examination of the planned time-table reflected that
no review sessions were built in during the seventh, ninth
and eleventh week.
2. Overall evaluation by the trainees- at the last session of
the course, trainees were requested to do a written overall
evaluation on the whole course (this also included the pre-
training attachment). A _le of the evaluation form is
attached in Appendix 21 for reference.
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3. Pre-training attachment- trainees were also asked to note
their daily activities and their impressions on log sheets.
The course staff would compile their feedback for reference.
A sample of the log sheet is attached in Appendix 22.
In addition, two sessions of an hour each were allotted
to verbal feedback by the trainees on the pre-training
attachment experience at the end of the second week when the
trainees had completed the pre-training attachment.
Evaluation meeting with part-time fieldwork supervisors-4.
evaluation meetings in verbal form would be held with the
part-time fieldwork supervisors after the completion of the
Training Programme in order to gather their feedback on the
fieldwork experience.
The agenda for these meetings is attached in Appendix 23.
Factors affecting the direction of the Training ProgrammeE.
Document analysis revealed that components, syllabus, choice
of training activities and evaluation strategy of the Training
Programme were affected by the following major factors
1. The Working Group on Pre-service Training Programme
for SGOs, created particularly for the planning of 1980
Training Programme.
2. The Sub-committee on Training Needs which established
general guidelines and gave advice to the Training Programme.
3. The Programme Plan Review Committee which was a policy
recommendation committee and the Directorate level of
the Departments involved, which were responsible for
the policy implementation of the Training Programme.
/The
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The Working Group on Pre-service Training Programme for1.
SGOs (referred to as the Working Group for short)
This group was formed by the Sub-committee on Training
Needs in January 1980 to plan the pre-service training
programme for SGOs in detail".
During the period from January- March 1980, the
Working Group commenced its task with the objectives given
by the Sub-committee on Training Needs. Thence, reviewed
the curricula and evaluation reports on the previous
training programmes, considered feedback from the serving
SGOs, detailly spelled out the functions of the SGOs
(Appendix 24) and re-designed the contents of 1980 Training
Programme. Examination of the experience from the previous
training programmes reflected that the former had laid down
a basic framework for the latter to follow.
Seven major units of training contents were identified,
these being:
a. Understanding human behaviour
b. Understanding the role and function of SGO
c. Understanding social problems and community resources




Extracted from the Minutes of the 3rd meeting of the
Working Group dated February 14, 1980.
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On comparison these had already existed in the 1978
Training Programme (detailed comparison of the 1980
Training Programme and the previous training programmes
for SGOs is attached in Appendix 25). The topics given
in the previous training programmes were studied and
re-arranged to fit these seven units. Each unit was again
examined to ensure that essential topics had been included.
Then the relative significance of each unit was discussed and
weighed aainst the tentative duration of the time given, is four montl!
or seventeen weeks-Subsequently, time was allotted to each unit.
Another main concern'of the Working Group was to ensure
that various programme components and teaching strategies would
actualize the objectives of the 1980 Training Programme, the
following examples illustrate this:
a.. The two departments agreed that the percentage input of
the Social Welfare Department and the Education Department
should not be arranged in a compartmentalized manner as
in the 1978 Training Programme, thus sequencing the
training contents and enhancing integration were
specially considered.
h. The focus to teach skills was also emphasized. In
addition to allocating quite an amount of time for this
purpose, the role of the integrative seminars was
confirmed as to help SGOs to assimilate and integrate
theory and skill*.
Extracted from the Minutes of the 3rd meeting of the Working
Group dated February 14, 1980.
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C. The value of the pre-training attachment to the
serving SGOs in schools, as advocated by the Induction
Course, was taken up and action was immediately taken
to examine its feasibility.
d. The huge manpower needs to supervise SGOs in fieldwork
and the alternatives were explored. The idea to employ
social workers with experience in school social work
as supervisors was initiated. One member of the Working
Group through the School Social Work Committee, the
Hong Kong Council of Social Service explored the
practicability of this step within the voluntary sector.
2. The Sub-committee on Training Needs
While the Working Group was often given the credit of
planning, preparing for the implementation and overseeing
the monitoring of the Training Programme, the Sub-committee
on Training Needs* could be said to have given it birth,
supported it with sanction and broad guidelines to carry on
its designated task.
It was the Sub-committee that endorsed the proposed
plans of the Working Group, to recognize its difficulties
and channel them to appropriate areas for resolution
(e.g. the manpower shortage issue which was referred to
the Directorate level). The difficulty to achieve objective
(b) (ie,to cultivate a. sense of identity among the SGOs)
was also first detected by the Sub-committee and it suggested
that group tutorials and individual supervisory sessions during
The Sub-committee on Training Needs is one of the sub-committee
of the Central Guiding Committee on School Social Work, it is
the responsibility of this Suh-committee to identify training
needs of the School Social Work Programme and to recommend
ways to meet such needs.
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the fieldwork placement* be utilized as means of briefing
the SGOs towards this objective.
The Sub-committee also supported the Working Group in
some of the essential principles in operating the Training
Programme e.g. it objected to the view that fieldwork by
non-professional workers and agreed that efforts must be
made to employ part-time fieldwork supervisors.
3. The Programme Plan Review Committee and the Directorate Levels
The Programme Plan Review Committee and the Directorate level$
of the two departments were responsible for keeping an'eye on
the general direction of the Training Programme, the clarification
of administrative doubts and the endorsement of resource
allocations, so that the Training Programme could be planned
according to its objectives.
Minutes within the Social Welfare Department and memoranda
between the Social Welfare Department and the Education Department
during 1978/79 reflected'much discussion on the issue whether staff
of the Social Welfare Department should be committed to an
extra-departmental training activity.
Furthermore, there seemed to be some dispute, both within
the Department and between the two departments on who was
responsible for the overall co-ordination of the course.
Extracted from the Minutes of the 2nd meeting of the Sub-committee on
Training Needs dated March 27,1980.
/These
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These were finally resolved by the 1979 Programme
Plan Review Committee when it specifically stated that the
Social Welfare Department had overall responsibility
for the training of the SGOs. This was later endorsed
by the Social Services Branch, I-Tong Kong Government.
Nevertheless, the difficulties faced by the Training Section
of the Social Welfare Department was recognized, because
the Directorate level in early April 1980 had agreed that
similar future courses might be contracted out to a
training institute from 1981 on.
Such policy clarification, though essential, did not
constitute the full picture. The feasibility of the Training
Programme in terms of obtaining and deploying resources lied
within the power of the directorate levels of concerned
departments. For instance, despite the 1979 Programme Plan
Review Committee's support to extend the Training Programme from
three months to four or five months, the Directorate Planning
Meeting in April 1980, felt that there were realistic constraints
in terms of limited manpower, and proposed to limit the
training course to three months.
As reflected by the notes of the 2nd meeting of the Review
Committee of the Programme Plan on Personal Social Work
Among Young People dated August 8, 1979.
/Later
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Later this was endorsed by the Social Services Branch
that a three-month training course for forty- fifty SGOs
should be improved on the one conducted in September 1978 by
incorporating the essence (especially the contents and
components) as far as possible of the initial four months' draft
programme recommended by the Training Sub-committee of the
Central Guiding Committee. It also proposed that funds be
included in the five-year forecast of the Education Department
for financing a course in 1981 for the remaining SGOs at one of
the universities/training institutes.
IV. The 1980 Training Programme as Implemented
Section III has given a general idea of how the crucial elements
were planned in order to actualize the objectives (a.) and (h) of
the Training Programme. This section will be devoted to the
description of how the various elements were co-ordinated to actualize
the objectives during implementation and special emphasis on the
identification of the modifications, if any,will he discussed.
A. Co-ordination during implementation
It was the responsibility of the course staff to ensure
the Training Programme was to be implemented as planned or
if modifications required, to see that changes be appropriately
introduced.
The following tasks were some of the means employed to
ensure smooth operation of the course. Both document analysis
and interviews revealed no evidence to show if these means
were built in during the planning stage or not, thus one could
not conclude that these were modifications.
/Briefing
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1. Briefing of the guest speakers- this was usually done by the
course co-ordinator in the form of informal discussions on
the day they arrived to deliver their lectures. Usually,
the class profile and the time-table of the Training
Programme were given to the speakers upon their arrival.
2. Monitoring of the course- formally, the course staff took
turns to sit in the lectures, (the division of labour was
according to the Social Welfare Department/Education Department
input respectively) they visited pre-training attachment
and fieldwork placements they also accompanied trainees
on observational visits and led group discussions. Informally,
the monitoring of the course was done through verbal
discussions with trainees between or after classes to ensure
its smooth operation.
3. Pre-training attachment and fieldwork placements- there was
division of labour between the course staff in visiting
the schools where the pre-training attachment and fieldwork
placement took place. Usually, course staff could only
afford time for one visit however, more than one visit would
be attempted in cases that presented difficulties/problems.
Although in most of the cases, the same schools were used
for both occasions, the course staff were deliberately assigned
to different places during the attachment and placement
periods so that more than one staff member could be exposed
to the strengths/weaknesses of one particular setting,
consequently, this would facilitate a more objective discussion
when such placements were assessed.
/Contacts
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Contacts with fieldwork supervisors to find out
progress and difficulties of the placements were usually
done through telephone by the course staff during the
placement period.
4. Course Staff Meetings- the most immediate place to share
programme success or problems was the frequently scheduled
meetings of the three course staff. Such meetings usually
covered reviews of the past, present situation and future
needs. Feedback gathered from informal discussion with
trainees and processed data from the weekly evaluations
were discussed and considered, decisions on appropriate
follow-up actions were also made.
During the first part of the Training Programme and
before the commencement of fieldwork., such meetings were held
more than once a week, due to the lack of time, this was cut
down to weekly meetings after fieldwork had started.
S. Progress report- around the middle of the implementation
stage of the Training Programme, the overall course co-ordinator
convened a meeting of the Working Group on Pre-service
Training Programme for SGOs where verbal progress report on
the course was made.
B. Modifications
Table XXI compared the Training Programme as planned with
that as implemented. This would help to throw light on
modifications.
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'T'able XXI reflects that:
1. Change in time allocation
There were no change in the objectives and the major
components of the Training Programme, however, there were
some modifications in the time allocation of classroom
teaching and some of its training activities, i.e.
observational visits, group discussion (general). There
was a total of five hours (1.4%) increase in classroom
teaching and observational visits. No modification was
found in the other major components. The detailed
comparison of the section,on contents in the Training
Programme as planned with that as implemented in terms
of time allocation is attached in Appendix 26. An
analysis of the detailed comparison revealed that the
major difference in time allocation fell on to Unit 3
Understanding social problem and community resources,
there was a difference of six hours. Another change was
found in Unit 4 Understanding education provision in
Hong Kong, an increase of one hour were identified in
the Training Programme during its implementation.
The reasons for the difference in Unit 3 were
a. about five additional hours were added, or taken
from the time already scheduled for. resource
catalogue so that trainees might have the opportunity
to share their opinions on the observational visit, and
/an
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b. an additional one-hour lecture was added to
Labour Service because the speaker requested
more time to cover the topic.
The reasons for the one-hour difference in Unit 4
was similar to the above given: that the additional hour was
devoted to group discussion on an observational visit.
Thus there were altogether five hours (1.4%) increase
in classroom teaching.
Re-scheduling of lectures2.
There had been re-scheduling in some of the lectures
within the following items of the syllabus
1.1, 1.3, 1.4, 1.5, 1.6, 1.8, 2.2, 2.11, 2.12, 4.1,
4.4 (relevant titles are shown in Appendix 26). This
involved a change of twenty-two hours (15% change) from
the planned schedule of the classroom teaching.
Such re-scheduling of lectures was due to the need to
adjust the time to fit the speakers. This might have an
impact on sequencing the knowledge input to the trainees,
e.g. the three hours' lectures in item 2.2 were switched
between themselves on purpose so as to effect better
sequencing while the others might have been switched with
less conscious effort on its sequencing impact. However,
with such a tight time-table that involved so many speakers,




3. Change in training strategy
a. Additional knowledge input- the following additional
knowledge input were identified during implementation
i. an additional one-hour lecture on Labour
Service
a list of film/slide sets highlighting various11.
topics (detailed list is attached in Appendix 27)
iii. case analysis
group discussion on observational visitsiv.
provision of reading materialsV.
ATi highlights by course staff on some topics upon
request (e.g. case recording)
The time required for such change was usually taken
from the sessions termed as group discussions,
(roughly fourteen hours). Such additional input were
direct response to the need of the trainees during course
implementation and hence should be beneficial to their
learning.
Changes in the observational visits- the following wereb.
some changes in the observational visits, identified
during implementation:
i. the visit to the Construction Industry Training
Authority was cancelled due to tight schedule,
ii. six additional hours were allocated to the
discussions on the observational visits, these
definitely helped trainees to analyse and
integrate the knowledge obtained from such visits,
however, due to the lack of time, not all
/observational
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observational visits enjoyed the supplementary
discussion session,
111. the two visits to Wan Chai Family Service Centre and
the Social Security Unit were changed and took place
in Causeway Bay since the former had no conference
room to house the number of trainees,
the above change set off another change in item 3.3:iv.
the one-hour lecture on the provision of family
services in Hong Kong had to take place in the Western
District Family Service Centre instead of the
Causeway Bay Centre, simply because the trainees had
already visited the Western District Family Service
Centre.
Change in resource catalogue sessionC.
The major change seemed to be found in the resource
catalogue session. There were thirteen such sessions on the
planned time-table, this was for the purpose of compiling
a resource catalogue on the observational visits. However,
the task was completed by various groups of trainees after
class time or at home. The main reason for this
modification was as follows:
Only two trainees were involved in the preparation
of the catalogue after each visit. Since most of the
observational visits involved visiting two places, only
four trainees would be involved in each preparation while
the rest of the trainees would to be unoccupied.
/Subsequently,
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Subsequently, the trainees agreed that the preparation
of the catalogue could be clone after class time, leaving
the session free for group discussions. Thus, the
sessions were used for verbal reports on observational
visits, weekly evaluation and the compilation of
evaluation results. Quantitatively, such change amounted
to thirteen hours' (3.6%) change.
d, No change was indicated in the organization of integrative
seminar/debate and the pre-training attachment, however,
minor changes might be identified in fieldwork which
would be discussed in the following page.
4. Change in programme personnel
When compared with the planning stage, programme personnel
within the administration group had been stable because there
was no change or turnover in the course co-ordination team
during implementation. All staff members were committed to
the Training Programme on a full-time basis since the
commencement of the Training Programme. However, among the
sixty lecturers who were mainly responsible for classroom
teaching, there was a change of ten lecturers (16.1%)
during implementation. Some of the major reasons for such
change were: the speaker(s) had to be on study leave,
change of job, and change of assignments. This seemed




As for fieldwork practice, no change was indicated
among the serving SGOs in whose schools the trainees were
attached, but there was a change of two out of twenty-five
fieldwork supervisors (8%) after the Training Programme had
started. The reason was due to staff resignation. Nevertheless,
such changes were indicated before the beginning of the fieldwork
placement, thus there had not been much impact on the trainees.
Another minor change found in fieldwork was the
implementation of the principle of placing the trainees with
the SGO with whom they were attached during the pre-training
attachment. Only one out of twenty such placements (4%) had
accommodation problem to house two trainees at one time, so
much so that a new placement had to be sought. Nevertheless,
this did not have much impact on the fieldwork placement.
Change in evaluationS.
The various evaluation exercise envisaged in the planning
stage were conducted accordingly. On the whole, there seemed
to be no big problem encountered. The course co-ordinator,
as according to plan, was responsible and able to compile
the results of the weekly evaluation and overall evaluation.
The evaluator was informed that no minutes were kept on the
evaluation meetings with the fieldwork supervisors, nevertheless,
the results of the discussions were compiled and included
in the report on the weekly and overall evaluation, called
Evaluation Report on Pre-service Training for SGOs.
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The remarks written by the trainees on the log sheets
of the pre-training attachment were compiled by the Assistant
Co-ordinator of the Education Department. These would be used
as reference when future courses were planned.
A few modifications were identified during implementation.
In the weekly evaluation, the fact that there were no review
sessions built-in during seventh, ninth and eleventh week,
was resolved by making use of part of the resource catalogue
sessions. Obviously, compilation of data collected from these
weekly evaluation would demand time and manpower, such was not
reflected in the plan. Nevertheless, the difficulty was solved
by firstly, utilizing the time allocated to the resource
catalogue sessions and secondly, mobilizing four to five
volunteers among the trainees to help with data. processing.
Thus the course staff were usually able to have the
readily compiled evaluation results in hand in one to two weeks'
time, hence they were able to consider them so that timely action
could be taken.
A distinct change in evaluation that was not pre-planned
was the introduction of this evaluation research by the
evaluator. This refers to Part 1 of the present research.
Approval was given by the two departments just before the
Training Programme started. The course staff had been very
co-operative in trying to find time in the already tight.
scheduled time-table so that the research could be conducted
at the appropriate times.
/For
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For the details of the research design, please refer to
Focus 1 of this study.
V, Discussion and Recommendations
A. Discussion
The implementation evaluation of Focus 2 had reflected that
much effort was put in to implement the 1980 Training Programme
according to its plan, of relating its components and activities
to its proclaimed objectives, however, difficulties were also
identified in bringing such efforts to fruition.
1. Actualizing the objectives
The objectives of the 1980 Training Programme, i.e.
Objectives (i1) and (1)) specified on page 19, were clearly
stated. Findings from Focus 2 had demonstrated that conscious
efforts were spent in relating major components and various
activities of the Training Programme to its objectives, e.g.
the Working Group in planning the 1980 Training Programme,
carefully considered relevant documents and comments so that
the Training Programme might be geared towards training needs
and that the proclaimed objectives be actualized, the
development of a list of functions of the SGOs, the built-in
weekly evaluation exercise, the monitoring of the course during
implementation, were all attempts to ensure that the Training
Programme was to gear towards its objectives. Furthermore,
findings on pages 86-96 showed there had been much effort
to implement the Training Programme as planned, modifications
only took place because either they were measures of expediency
/and
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and hence beyond the co-ordinators' control e.g. lecturers
could not deliver the lecture at the agreed time, or because
there was the need to flexibly use of time to respond to the
immediate training needs by the trainees which might not be so
easily detected during the planning stage, e.g. an additional
session on case recording, the utilization of the time
allocated to the resource catalogue session for weekly
evaluation and verbal reports on observational visit purposes.
Mixed educational standard of the trainees2.
The profile of the trainees reflected a variety of
background and very mixed standards: the age range varied
from twenty to thirty-five and over some had long years of
teaching experience while others were graduates fresh from
the teaching college, with no teaching experience at all
some had taken relevant courses in guidance and counselling
while others had no such experience. Thus mixed standards
of the trainees posed difficulties for training as it might
not be easy for trainers to strike at the appropriate-level
in their presentations and teaching strategies. This problem
could have been overcome if it had been a small class so that
a more individualized approach could be used, however, this
was not possible since the present class size was fifty.
Another issue that aggravated the situation was the fact that it
involved a large number of guest lecturers, some sixty in
number, which meant a minimum, if not nil, interaction between
lecturers and trainees hence this made it much more difficult,
if not impossible, for the lecturers to grasp the level of the
trainees' standard so as to gear the lectures to their needs.
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3. The over-ambitious Training Programme and the inherent
problems of its structure
While the effort in spelling out the functions of the
SGO certainly gave a direction and scope in designing the
Training Programme, nevertheless, the nature of tasks expected
to be performed by the SGOs include the application of social
work methods and skill, guidance and counselling techniques on
developmental, preventive as well as on remedial levels,
were definitely too ambitious for a three-month training programme.
Focus 2 had shown that the Working Group and the course staff
responsible for co-ordination and implementation had
demonstrated much effort to make this possible, e.g. training
needs were examined, evaluation results on previous training
programme were considered, reactions and feedback from
practicing SGOs were taken into account, characteristics of the
trainees were looked into, major areas of knowledge were
identified, training strategies were carefully planned and
flexibly implemented. However, the amount of knowledge-and
skills to be covered, and the turn-over of course staff at
the planning stage, were'some major handicaps in the maximization
of the benefits of such hard work.
a. The over-ambitious content of the Training Programme
As reflected by minutes/notes of meetings of policy
recommendation and executing levels as well as memoranda
within and between departments, there was a general
/consensus
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consensus that three months were inadequate for the
achievement of such an ambitious aim, nevertheless,
duration of the Training Programme was not lengthened
due to resource constraints. Consequently, a very
tight time-table for the Training Programme was developed,
so much so that all efforts placed in planning the
programme, in adopting various training strategies might
not have a chance to maximize their impact on the trainees.
On examining the content of the Training Programme, part
of its scope include essential knowledge required by any
new staff joining the Education Department, e.g. some of
the topics covered by Unit 4 on Understanding education
provision in Hong Kong (especially 4.1- 4.3). This could
have been given during an Orientation Course by the
Department concerned so as to cut down the amount of knowledge
to be covered in the present Training Programme.
b. The inherent problems of the structure of the Training
Programme
Attempts to organize and sequence knowledge input
and activities tailoring them to trainees' abilities so
as to make learning as painless and efficient as possible
were reflected in the planning of the Training Programme.
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i. The arbitrary classification of knowledge into
Social Welfare Department and Education Department
inputs
Such classification was more congenial to
administrative convenience and heritage from the
previous training programmes than was it beneficial
to the purpose of training. Often, the division of
labour seemed arbitrary, e.g. Human Growth and
Development was termed as an Education Department
input but social work teachers from the Hong Kong
Polytechnic were engaged to teach part of the areas
covered. Some of the areas covered by Technique,
Skills and Professional Social Work Knowledge and
Education Guidance and Counselling were very
similar, e.g. 2.15 Basic Counselling Approaches and
Skills and 2.13.2 Worker-client Relationship,
so much so that it had become unrealistic to treat
them as knowledge input from two professional
departments. There was an attempt to arrange such
lectures to be delivered in the same week alongside
with one another, but in fact, the latter could
have been covered by the former if it had not been
so arbitrarily divided. Therefore, it created
confusion more than integration for unity.
Although the integrative seminars were planned
to integrate the inputs from both departments,
evidence from the files (i.e. that most of them
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made use of resource personsfrom Special Education
Section) did not reflect direction towards this
objective.
11. The difficulties in sequencing contents of the
Training Programme
In addition to the arbitrary nature of
classifying knowledge according to the administrative
convenience which hindered the sequencing impact,
other difficulties identified are as follows:
The examination of the time-table as implemented
revealed that switching topics to different dates
was often due to the need of adjusting the time that
was convenient for the lecturers, this might break
up the sequencing order of the topics, e.g. item 1.10
Psychological Testing was switched with item 4.4.2
Psychological Services for Schools from the fifth
week to that of the eleventh week where it was
delivered among services offered by Special Education
Section. Obviously, this would make it difficult
for the trainees to follow. Thus it was impossible
to sequence course materials since the priority was
given to when guest lecturers were free rather
than to which lecture should follow which in sequence.
Sequencing of fieldwork and classroom teaching
was another problem to be faced. Some of the basic
knowledge and techniques such as 2.12 The Helping
Process, 2.13.4 Interviewing, 2.13.5 Home Visits
were taught in the eighth, ninth and tenth week
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when fieldwork started in the sixth week. If
these had been taught at an earlier stage, the
trainees could have been more prepared for the
fieldwork.
iii. The imbalance of the components and syllabus of the
Training Programme
The major components and syllabus outline of
the 1980 Training Programme was illustrated by
Table XXII.




1. Understanding Human Behaviour
a. Human growth and development 10
b. Common learning and behaviour problem of
1 7school children
Sub-total 22
2. Understanding the Role and Function of SGO
a. The service 4
b. Adminstration 12
c. Programme and activities 11
d. Techniques, skills professional 27
knowledge, social work knowledge
e. Educational guidance counselling 11
Sub-total 65
3. Understanding Social Problem and
Community Resources
4. Understanding Education Provision
in Hong Kong 23
Sul) -total 62
5: Group Discussions 14
6. Resource catalogue 13
Total 176
II. Pre-training Attachment 68 (8.5 days)




Table XXII reflected that:
The time allocated to the pre-training
attachment was too long, for after all, the
purpose was only to give the trainees an idea of
what practising SGOs were doing. In view of a
very tight schedule this could have been reduced
to one or two days or even be replaced by a film/
slide show, supplemented by group discussion with
practising SGOs on issues worthy of note and debate.
There was too much time allocated to the area
on Understanding Social Problem and Community
Resources. It shared more or less the same amount
of hours as the area termed Understanding the Role
and Functions of SGO. Since the programme was to
prepare the SGOs for immediate service delivery
after training, and that they had to face a kind
of work that was quite different from their previous
teaching load, their knowledge and skill in Role
and Function area deserved much more emphasis.
Furthermore, Social Problem and Community Resources
could have been given more selectively, some could
have been given in an Education Department
orientation course to its new staff or be presented
later when trainees had been in the field, for,
afterall, the knowledge in this area was never




iv. Lack of conscious effect for reflection and
integration
Learning opportunities such as classroom
teaching, fieldwork placement were provided by the
Training Programme for trainees to be exposed to
new learning and to inter-relate these with practise,
however, examination of the curriculum reflected that
there was so much knowledge input into the packed
Training Programme that chances for reflection and
integration had been left rather to the individual
trainees.
Further, in enhancing the ability of learning by
the trainees, the course staff, in view of the
compulsory nature of the Training Programme, agreed
that motivation of the trainees was high, though
throughout the programme, rewards and punishments
had not been intentionally manipulated to encourage
trainees to pursue the prescribed activities which'
would lead to new learning. Thus the extent to
acquire new learning and integration of knowledge
were again left very much to the individual trainees.
V. The poor application of sound training strategies
The multi-activity approached in classroom
teaching was a dynamic idea, however, the co-ordination
in using such a variety of teaching strategies to
achieve training objectives demand immense effort
and time, this was especially difficult for a
/trainin!
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training programme with sixty guest lecturers.
Thus, the use of such activities depended more
on the individual lecturer than were these the
results of mutual discussions between the co-
ordinators and lecturers. Moreover, some
lecturers, due to lack of time to deliver their
lectures, would request the co-ordinators for
additional sessions to show certain films/slides
to the trainees. These usually took place during
group discussion sessions. Sometimes these were
shown at appropriate times, complementing the
lectures, yet, at other times, due to the tight
schedule, such ideal arrangement might not always
be possible. Furthermore, there were not enough time
for all course staff to preview the film/slides first
in order to help trainees to benefit fully from the
discussions.
As regarding the use of the resource catalogue,
the objective as planned was to make use of the
materials obtained from the observational visits
to build up a r.esour.ce file for future use.
However, the way it was organized by having only
two trainees working on each observational visit
report did not really fulfil the objective as only
thirteen reports were resulted from the exercise,
such reports were very presentable but they seemed
/to
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to serve more for display than for the purpose for
future use since it might end up being stored by the
Headquarter or one of the branch centres rather
than on the SGOs' desks.
Moreover, due to the need of the trainees, the
time originally scheduled for resource catalogue
was used for group discussion on visits and for the
compilation of weekly evaluation data, while the
strength of this pointed to a flexible use of time,
trainees working on the data would certainly miss
the opportunity of participating in the group
discussion.
The concept of teaching on sites was a very
sound one. The presentation of live projects was
especially useful in stimulating mature students to
new learning. However, it also implied assessment
of the suitability of such sites for training
purposes. Thus much care was involved in the
choice of such training media.
On employing the above training strategy,
questions such as the following must be answered:
What benefits did it offer to teach a particular
topic on the site than in a classroom? Were the
people responsible for presenting the projects on




If, like in this Training Programme's case,
there was hardly time for such preparation, then
the essence of the idea was lost and a lot of time was
spent on travelling while trainees could have had
the same lecture delivered in a classroom, and saved
the time in travelling for reflection and digestion
of the knowledge taken in.
Lack of quality control due to the size and thevi.
varied nature of programme personnel involved
Another problem with the 1980 Training Programme
was the fact that it involved a large number of sixty
lecturers and twenty-five fieldwork supervisors.
Each of these groups was left with the responsibility
of fulfilling the two essential functions of the
Training Programme, i.e. imparting knowledge and
teaching skills. With such a. large number of
programme personnel involved, it was difficult, if
not impossible, to co-ordinate the contents and to
ensure that the appropriate levels were given.
As a consequence, overlapping was unavoidable.
This was reflected by the handouts, e.g. syllabus
item 2.10.1 Social Work Values and Assumption,
the contents of this topic tended to overlap with
2.10.3 Social Work Practice. Another example was
due to the closeness in the nature of the lectures
delivered: three lectures were given on syllabus
item Ground Work Preparation, these included
/knowledge
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knowledge on the history of School Social Work,
problems encountered by the SGOs and the school
social workers in working with the school personnel.
Interview with the co-ordinators found that there
was much overlapping in this area.
As lecturers tended to deal with one or at the
most, a few topics within a unit of knowledge, it was
quite easy for them to lose sight of the perspectives
of that particular unit in relation to the whole
Training Programme, consequently, it was not surprising
to find the topic being treated out of context.
Follow-up on any issues requiring further attention
was not possible since lecturers' return to the
same class was so infrequent.
The school social work programme was a
relatively new project in the welfare field. The
SGO scheme was just in its infancy stage of development.
Hence, it was not surprising to find that not all
lecturers have practical experience in guidance and
counselling service in the school setting,
consequently, the practicability and degree of




Another consequence of large numbers of
guest lecturers was the lack of personal touch in
the lectures deliverd. Moreover, this made it
difficult to pass on attitude that was more
caught than taught. It was also difficult to
help trainees to acquire skills since skills
training requires consistant and constant practice.
In comparison with the attitude and skill aspects,
it might be easier to acquire the knowledge aspects
through such a structure.
The large number of fieldwork supervisors,
especially when they were committed on a part-time
basis, made co-ordination difficult. Attempts of
co-ordination were sometimes done through phone
contacts but the lack of time often made this
minimum step impossible, and in lieu of any written
report on fieldwork by the supervisors, there was no
way to assess the standard of fieldwork practice. It
was also impossible for the supervisors to know
exactly the content and emphasis of classroom
teaching simply due to the lack of content
co-ordination. Thus, to what extent was fieldwork
supervision able to help trainees to integrate classroom
theories into practice was questionable. Further,
supervisors had no say over the fieldwork assignments
since it was the practising SGOs, who selected the
cases. Therefore under such circumstances, it seemed
unrealistic to expect the supervisors to carry the
responsibility of skill teaching.
/vii
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Discontinuity of course staff at the planning stagevii.
From planning to implementation, there were
change in the staff assigned to the Training
Programme from both departments. The overall
course co-ordinator were changed for two times,
his/her assistants from both Social Welfare Department
and Education Department were also changed once.
Moreover, none of the staff assigned to this
task had been actually working on a full-time basis
on the course till the time was near to the
commencement of the course.
These two factors had disrupted continuity in
following the Training Programme through from
planning to implementation. Furthermore, staff new
to the job required time to orientate himself/herself
to the whole task. Working on a part-time basis was
by no means facilitative to such work, and, lack
of time seemed to have an ill-impact on the accomplishment
of an immense, complicated and demanding co-ordination
task.
Further problems in the process of co-ordinationviii.
In addition to the aribitrary division of labour
over co-ordination of the syllabus, the rather rigid
division of labour within the co-ordination team posed
handicap to the full and total integration of the
various co-ordination tasks. The fact that the team
members came from two departments made either
department seemed unwilling or even wish to have any
/control
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control over the other in the organization of the
tasksassigned. However, within the staff of the
same department, division of labour had not been
really clear, e.g. in the case of briefing the guest
lecturers, both course co-ordinator and assistant
co-ordinators contacted the lecturers at various
times, thus, resulting in repetition and dis-
continuity in the information given to concerned
parties during co-ordination.
Due to lack of time, course staff had not much
time to prepare the lecturers. Most of the initial
contacts with the lecturers were done through the
telephone which were later confirmed by a
standardized and simple letter. Information on the
students, role of the topic and its relationship with
the entire syllabus, scope of content to be covered
were not always dealt with.
Although a certain amount of briefing e.g.
(profile of the trainees and the time-table) were
given to the lecturers, this was only done on the
day they arrived to give their lectures and this
was possible only when lecturers arrived early
for the lecture.
Among the many tasks..to be done, course staff
tried hard to visit all fieldwork places, but due to
shortage of time, generally a fieldwork placement
was only visited once, this was not really adequate
for the assessment of fieldwork placements. There
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was no other way to tell whether the setting was
beneficial to the SGO trainee placement or whether
the trainees were really learning from fieldwork.
As mentioned in the previous paragraphs, the
course staff had hardly a chance to meet with
fieldwork supervisors on an individual base to
discuss the strengths and weaknesses of the
trainees. Since there were neither verbal nor
written reports on the trainees' performance,
there was no way to tell if the trainees were
progressing or-to what extent the fieldwork was
an appropriate training activity in helping the
Training Programme to realize its objectives.
ix. Lack of supportive resources for the weekly
evaluation exercise
No doubt, both the Working Group and the
co-ordination team were eager to receive feedback from
the concerned groups on the Training Programme, in
particular from the trainees. The weekly evaluation
demonstrated a good attempt to get feedback on the
progress of the Training Programme. It also served
as a good monitoring tool. Interviews with course
staff reflected that there were conscious attempts
to make changes wherever possible. However, such an
exercise required resources to compile the data so
that timely intervention would be possible. The
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supporting resources for this had not been pre
planned. The course staff had resolved it somehow
by enlisting the co-operation of four to five
trainees each week (trainees took turns) to do the
compilation, usually during resource catalogue
sessions. The disadvantage of this was that these
trainees would miss the group discussion being held
during this time.
B. Recommendations
Focus 2 of this study was an implementation evaluation.
Findings showed that modifications during implementation had been
slight, in other words, that Hypothesis 4, assuming that the
various components of the Training Poogramme were implemented
as planned had been justified. Nevertheless, despite much effort.
to keep the Training Programme on the right track, many
difficulties had been identified, these were mainly due to the
mixed educational standard of the trainees, the over-ambitious
content of the Training Programme and the inherent problems found
in its structure, thus some of the recommendations are as follows
1. While mixed educational standard ofl-the trainees is often
a problem with training programmes organized for staff
members, any ill impact that could be caused by this factor
may be minimized by:
a. whenever possible, employ careful screening to
ascertain certain uniformity of standard and then
to design and/or implement the Training Programme
to target groups according to their levels.
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b. Limit the class to a small size as this would facilitate
the lecturer-trainee interaction as well as peer learning
among trainees. A class size of twenty to twenty-five
would be a good number.
In the design of another training programme for the SGOs,2.
it is essential to spell out the outcomes of training in
terms of trainee behaviour and level of knowledge and skill
to be attained so that the programme may be well formed. Avoid
an over-ambitious programme especially when the trainees are
mature students. because they, having had the experience of a
teaching profession, had to take time to orientate themselves
to a new role, that of a guidance person. Hence they need
time and support-to make adjustments before they are
receptive to new learning.
As far as possible, the knowledge input should be treated3.
in terms of units/areas of knowledge, e.g. human growth
and behaviour, working with primary school pupils, etc.
instead of dividing them up into detailed topics. Similar
and closely related topics should be grouped under one unit.
It is essential that each unit of knowledge should be4.
taught by one or at the most two lecturers so as to ensure
consistency and continuity in knowledge dissemination.
Thus overlapping can be avoided, inadequate treatment of one
area may be followed up. There will be more time for
lecturer-trainee interaction, more flexibility in the employment
of teaching strategies and more personal touch to the
Programme. This is particularly pertinent if the Training
/Programme
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Programme intends to have some influence on trainee
attitude for attitudes are more caught than taught.
Furthermore, this will result in great reduction of the
number of lecturers, which will certainly facilitate both
administrative and content co-ordination, thus enhancing the
sequencing of training materials and ensuring the monitoring
process of the Training Programme.
The temporary nature of the Training Programme would make itS.
difficult to engage full-time fieldwork supervisors. Since
there was a demand in close supervision, a part-time supervisor
could only take three trainees at a time, hence, there is
still quite a number of fieldwork supervisors required.
However, with a reduction of class size and number of lecturers,
the co-ordinators will have more time for fieldwork co-ordination.
With a. clearer focus on classroom teaching, it will be much
easier for the fieldwork supervisors to grasp what is being
taught in the class, thus facilitating integration. of classroom
knowledge with fieldwork practice.
Contentwise, time allocated for pre-service training can6.
be reduced to one or two days. A different or additional format
such as slide shows or engaging a few practising SGOs to share
their experience and to discuss issues worthy of note may be
employed as alternative teaching strategies.
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The time allocated to the community resources should also be7.
re-examined. The choice for observational visits should
be more selective. Certain items such as those concerning
the provision of educational service in Hong Kong, should
be covered by an orientation course of the Education Department
as those were knowledge required for all employees of the
Department, thus reducing the scope and content of the
present Training Programme.
Other areas of knowledge which were not emphasized in the 19808.
Training Programme but are worthy of note are team work in
the school setting, the school as a community, understanding
primary school pupils through play, etc.
9. As the SGOs will render direct service to the pupils quite
independently after the Training Programme, it is useful to
ensure they have the ability to appropriately identify the
services within the community and to use them appropriately.
Thus the compilation of a resource catalogue is useful but
one must take care that all trainees will have the opportunity
to compile their own catalogues. The experience in producing
this will be a good learning experience. Therefore, emphasis
should be placed on the experience and process rather than
on the presentation of beautifully decorated reports.
Moreover, if possible, enlist the co-operation of the
Education Department in allocating the trainees to their
future places of work so that the compilation of the resource
catalogue can become an exercise acquainting them to the
community they serve. Thus, the catalogue will be of practical use.
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It is also essential to build in time for reflection and10.
integration, thus a. jammed time-table should be avoided
Built-in evaluation is necessary but the manner how it11.
should be conducted depends very much on what information
the decision-makers are looking for, to what extent the
results will be utilized, and the resources available
(in terms of amount and qualification of the evaluator).
Without clerical support, weekly evaluations are not
realistic.
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CHAPTER 5 FOCUS 3: A PROPOSAL BY A PANEL OF EXPERTS
As according to the plan of this study, Focus 3 was a concrete
proposal suggested by a panel of experts on how to improve the Training
Programme within its constraints.
I. Rationale in the Choice of Experts for the Panel
As specified on page 22, the assistance of experts 3, 4, 5
were enlisted in this exercise. The rationale of involving these
experts were mainly due to the following
A. Their qualifications as professionally trained social
workers and counsellors.
B. Their experience in working with the SGOs, one, in
particular, had experience as a Student Guidance Consulting
and Receiving Officer, to whom SGOs consult and refer cases
of a complicated nature. Thus they were fully aware of the
functions and level of work the SGOs were operating.
C. Their experience in training the SGOs, experts 3 and 4, in
particular, had participated in the previous training courses
of the SGOs, they were also involved in developing model
answers, and marking schemes of the experimental research in
Focus 1, expert 4 was actually the marker of Instrument (A) and
(B) scripts, hence they had some idea of the SGOs' level of




The following materials were provided as background materials
for the purpose:
The given objectives of the Training ProgrammeA
The operationalized objectives of the Training ProgrammeB
The functions of SGOC
n The profile of target trainee
1. Profile of those trained in 1980
2. Profile of those trained in March 1981
E. Duration of the Training Programme
F. The budget
G. A form specifying the areas deserving special note in their
proposal, e.g. course content, time allocation, teaching
strategies, sequencing order. (The details of what were
distributed to the panelists are attached in Appendix 14 for
reference)
The panelists were asked to use the materials provided as
a basis for discussion. They were to use a three-hour session
and to propose a three-month pre-service training programme
for forty to fifty SGOs.
ResultIII
After the morning's discussion, the panel worked out some major
components of the future training programme. This was presented in
Table XXIII: A proposal on a three-month pre-service Training
Programme for forty to fifty SGOs.
Table XXIII reflected the major components, time allocation and
various training strategies proposed for an improved training
programme. This will be compared with the 1980 Training Programme
in Table XXIV.
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119TABLE XXIII A Three-month Pre-service Training Prouramme for
Forty to Fifty Student Guidance officers
Teaching activities (this includesCourse content (this may SequencingNo. of Remarkslecturers or any other teachinginclude knowledge, skill orderhours
strategies)and attitude input)
1st weekSchools, social service agencies etc.50Orientation and attachment
Monday Friday1st monthCourt, boys home, institution etc.24Visit
afternoon
Role and function of SGO team work etc. 1st month24School as a secondary setting
1st monthLecture and discussion10Social work values f, principles
1st 2ndHelping process: interviewing, home70Working with individuals
monthvisit, identify problems etc.and families
1st, 2nd EEarly childhood, determinate of60Human growth G behaviour 3rd monthbehaviour, learning, adjustment etc.
Group (30 hours)2nd E 3rd50Working with group community Community (20 hours)month
Monday, WednesdayU,2nd 3rdSkill laboratory: use of video-tape78Skill laboratory E seminars Friday afternoonmonthfor each student to play a counsellor
role t then discussion on her/his
performance
3rd monthSeminar: study on special topic
20Recording, referral, study
diagnosis and treatment
Twice per week2nd E 3rd112Fieldwork Tuesday Thursdaymonth
find of the6 (Sharing of experiencesTalks of experienced SGOs
Training
Programme
3rd month20 Community resourcesResource cataloguo
524
TABLh XXIV Comparison of Panel's Proposal with 1980 Training Programme
Panel's proposal
Course content
Pre-training attachment to SGOs in
schools and social service agencies
Talks by experienced SGOs
Classroom teaching
A. Human growth S behaviour
B. Understanding the role and
function of SGO
a. School as a secondary
se 11 ing
b. Recording, referral, study
diagnosis§ treatment
c. Social work values and
principles
d. Working with individuals
and families
e. Working with group and
community
f. Resource catalogue



















A5p 1 a r- c d
Course content
Pre-training attachment to SGOs in
school
Classroom teaching
A. Human growth 6 behaviour




c. Programme and activities
d. Techniques, skill and
know1 edge
e. Educational guidance and
counsel 1ing
C. Understanding social problems and
community resources, (including
about eleven observational visit
6 their group discussions)
D. Understanding educational































Total 524 341 3U
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Comparison of Panel's Proposal with 1980 Training ProgrammeIV.
Table XXIV attempts to compare the panel's proposal with
the contents of 1980 Training Programme as planned and as
implemented.
Without very detailed syllabus on each area of knowledge
suggested, it was difficult to compare the panel's suggestion
with the 1980 Training Programme, however, upon close examination
some major characteristics in the panel's suggestiorx might still be
detected:
A. The panel was in favour of the SGOs,not only have a pre-
training attachment to schools but also to social service centres
during their first week on the course. Although the time
originally allocated to pre-training attachment would be
shared with the attachment to social service agencies, this
would not weaken the experience of the pre-training attachment
to the SGOs in practice, but rather would strengthened it by
talks and discussions with experienced SGOs. This would be
more desirable as co-ordinators would have more control over-
the topic and content delivered by the SGOs than the present
practice of relying totally on the goodwill of the individual
practising SGOs to guide and help the trainees during attachment.
B. Observational visits (including time for discussion) seemed
to have been reduced from twenty-eight hours to twenty-four
hours. This would demand a highly selective choice in such




The panel laid more emphasis on the three methods of socialC.
work, namely, Working with Individuals and Families, Working
with Groups and Working with the Community. Panel members
had allocated more time to these three methods than in the
1980 Training Programme. This reflected that more emphasis was
placed on the dissemination of knowledge and skill in the helping
process.
Although time allocated for fieldwork was 112 hours, aboutD.
two days shorter than the 1980 Training Programme, the proposal
had reflected the panel's stress on skill training and the
application of classroom learning to practice. This was
demonstrated by the introduction of Skill Laboratory and
Seminars. Moreover, if the following topics were considered as
skill training activities: Skill Laboratory? Seminars, Fieldwork,
resource catalogue, then a total of 210 hours were allocated
which was equivalent to 40.1% of the time in the syllabus.
Another characteristic was that more time has been allocatedE.
to recording, referral and analysis of cases. This would be
necessary if the SGOs'main function was seen as the front-line
screeners, able to identify problems quickly, and to
efficiently refer them to appropriate resources for assistance.
Thus the panel had attempted to develop a clearly focussed
training programme, making suggestions on a realistic basis.
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However, one drawback in this proposal was that it still
had a very tight schedule. Perhaps, a three-month Training
Programme was not really realistic even if only the basics
were given to the SGOs. The panelists thought that a six month
full-time training would relax the time-table considerably,
however, they were of the opinion that ideally, a one-year full-time
would be adequate to give the basics required by the SGOs.
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CHAPTER 6 OVERALL SUMMARY AND RECOMMENDATIONS
Focus 1 was the4experimental study which tested the following
Hypotheses by means of administering pre-, post- and follow-up tests
onto a group of fifty trainees:
1.. It was assumed that all the SGOs, having taken the three-
month Training Programme, would make progress in the three
areas of knowledge, skill and attitude in personal, educational
and vocational guidance.
2. It was assumed that having worked in the field for three
months, all the SGOs would make progress in the three areas
of knowledge, skill and attitude in personal, educational
and vocational guidance.
3. It was assumed that the SGOs, having taken the three-month
Training Programme could achieve a minimum competence standard
in the areas of knowledge., skill and attitude in personal,
educational and vocational guidance.
The findings of the study reflected that progress was
demonstrated in two of the three areas of Hypothesis 1, i.e. knowledge
and skill in these areas, trainee test scores showed positive
significant improvement, however, such was not found in the attitude
aspect. This was quite normal as it was always more difficult to
change attitude than to increase or improve cognitive knowledge and
skill, this was especially true in adult training.
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As for Hypothesis 2, no significant difference was found in
any of the three areas. This implies that being on the job for
three months did not give the SGOs any stimulation or opportunity
to improve their knowledge, skill and attitude. Since there was
only a three-month gap after training, it was unlikely that the
SGOs would forget what had been learned. Therefore, it was possible
that these three months were taken to adjust to a new career or that
the working condition (e.g. working environment, workload, supervision
rendered) had not given them much opportunity to progress on these
areas.
Further analysis on the pre-,,post-test scores by trainee
background reflected that this Training Programme seemed to be more
effective with the female trainees, trainees under 30 years of
age, those with no relevant training experience and those with 2
years or above, in particular, those with 2-5 years' teaching
experience.
When the minimum competence standard was compared with the
test scores, it was found that all tests on knowledge and attitude
had passed the minimum competence level while those on skills had not.
Furthermore, a phenomenon discovered was that all those areas for
which the trainees had reached above minimum competence standard,
trainees had actually attained above that standard prior to attending
this Training Programme while the area of skill for which trainees
showed below minimum competence standard before training, the scores
remained below the standard even after training. Thus the Training
Programme had failed to bring them up to the required minimum level
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in skill training. Therefore Hypothesis 3 assuming that the
Training Programme could achieve a minimum competence standard in
all three areas of knowledge, skill and attitude, could not be
justified. It seemed that new knowledge unique to the profession
and competence of the School Guidance Officers needed to be included
in the future curriculum.
Focus 2 was a descriptive study on the implementation of the
Training Programme. The purpose was to find out if Hypothesis 4,
that the Training Programme had been implemented according to its
plan was justified. Findings reflected that there had been much
effort to implement the Training Programme according to its plan.
In other words, Hypothesis 4 was justified. However, some modifications
were identified in the training strategies, programme personnel
and evaluation aspects. In view of the amount and impact of such
changes within the perspective of the entire Training Programme,
such modifications were considered to be slight. Yet, in the process
of identifying and examining modifications, a few major characteristics
had been pointed out for future consideration
A. Content should not he arbitrarily divided by departmental
scope as this might be a handicap for knowledge integration
and a barrier for trainee knowledge assimilation.
B. The large.number of speakers posed big problems for
effective knowledge dissemination and co-ordination.
C. Although there were many interesting new ideas built into
this Training Programme at the planning stage, the benefits
of these ideas had not been maximized due to the immense
co-ordination task facing the course staff.
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(For more detailed discussion, please refer to page 107-116).
Focus 3 was a concrete proposal suggested by a panel of three
experts on an improved training programme for fifty SGOs. Its major
characteristics were discussed on page 119. It is worthwhile to note
that the panel emphasized on skill training and downplay the time
spent on community resources. The proposal exhibited a realistic
approach to the training of SGOs, however, it still had the drawback
of the 1980 Training Programme, that of an over-crowded schedule.
By examining the findings of all the three foci together, there
is a list of recommendatiorn that the evaluator would like to make for
future consideration:
A. The basic assumption and philosophy of the SGO
scheme
These must be re-examined because the role and functions of
the SGOs are rooted in this. Is the SGO scheme
based on helping the student to develop as a total person, or
whether the scheme exist as a catching-not for all those who
cannot adjust to our problematic education system?
B. The relationship between the SGO and the school social worker
Such relationship in terms of role and function and
inter-relationship must be examined: Do we see the SGOs
as "semi-social workers", to be trained as "full-fletched"
social workers eventually? Or do we envisage them to share
only some common values and skills as social workers but
quite a distinct dole in educational guidance and counselling?
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So far, the 1980 Training Programme and even the one suggested
by the panel are very much imbued with social work values,
methods and skills, e.g. in Table XXIV, item III3, C. D, E, F G.
The questions we pose here are so essential that wide discussions
must be evolved in the near future among all concerned. This
will have a pertinent impact on the direction of both the
SGO scheme and the School Social Work Service. Obviously
it will also have an essential bearing on training.
The role and function of the SGOsC.
These can only be decided after clearer answers are given
to the above issues. Despite operationalized objectives of the
Training Programme, we are still not sure of the role of the SGOs,
are they to be the front-line screeners and henceforth expected
to be quick at identification and diagnosis of needs and problems?
How much treatment skills do we expect them to have?
The focus of trainingD.
The answer to the previous question will definitely be
essential to this one, especially when training programmes have
to be planned and implemented with resource constraints of all
kinds. If the direction of the student guidance scheme is made
clear, the role and function of SGOs should be more spelled out
and hence the foci of the Training Programme more specific and
the short time devoted to training can be better utilized.
/Objectives
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E. Objectives of the Training Programme
The objective (ai) and (a i.i) of the 1980 Training Programme on
knowledge and skill is more measureable than that of objective (b)
on attitude for there is hardly any clear indicator to help
towards the implementation of this latter objective. This
second objective has been vaguely stated, the outcomes derived
from such an objective seem to be remote and may occur at sometime
in the future after the Programme has concluded and its participants
have worked in the field. When future training programmes are
planned and objectives of such kind is to be reached one must
realize that at the most, the Training Programme can only be
said to have the intention to move its participants toward the
achievement of such objectives. As regarding attitude change, one
can hardly expect a change in attitude after training, especially
under an intensive training like that of the 1980 Training Programme.
Re-examination of the training scheduleF.
Having discussed point D above, it does not mean that we should
be content with the present given three-month training and assume
that the SGOs, having gone through such training,can perform
competently, for, it is this very study that points out that one
can hardly expect this to happen. Even if they strike a minimum
competence standard in knowledge and attitude areas, it does not
seem that these are due to training efforts. The results reflect
that if they have attained the level, they have reached that
before they have received any training but in areas where they




Tight schedule is a big problem for it cannot built-in time
to reflect and integrate, yet, these are so essential for adult
learning. Further, although course staff of the 1980 Training
Programme have made attempts to help trainees, there was hardly
time for trainers to carry on individual consultation sessions
with trainees so as to help individuals to overcome their learning
problems, to unlearn some inappropriate notions and be more open
to take in new ideas. This is a highly skilled but essential
process which requires time from both trainers and trainees.
G. Further thoughts on the training strategies
It is recommended that knowledge should be organized into
units of learning instead of topics where guest lecturers fit in
and delivered quite scattered and unrelated talks. The
responsibility of teaching must be borne by a much smaller group
of trainers so as to attain more content co-ordination and closer
links to the objectives of the Training Programme, also this will
bring the trainees closer to the trainers as there will be more
frequent interaction which will facilitate learning. This will
also have much advantage on the horizontal and vertical knowledge
integration, sequencing of training materials, the continuity
and consistency in teaching. All this will help trainees to learn.
The only limitation for this is when such training programmes run
on temporary basis, then it will be difficult for the training




The class size is also worthy of note. Fifty is really
too big a group to allow for maximum trainer-trainee or peer
interaction. If at all possible, the class should be kept down
to a maximum of twenty to twenty-five.
H. Looking beyond
Focus 1 has shown that although the Training Programme has
upgraded significantly the quality of the trainees in the areas
of knowledge and skill, it had not changed their skills in
the direction from lower than minimum standard to at least
reaching the minimum standard, thus trainees who have undergone
this Programme will need future training courses to bring their
skills up to minimum competence level.
The rather conservative budget of the 1980 Training Programme
reflects that the cost per trainee is $3,233.04 for three months.
When compared with the Hong Kong Polytechnic, an average estimate
to train any full-time student is roughly $2,500 per year, that for
training a part-time-day-release student (when calculated on the
basis of 1/3 full-time equivalent) is therefore roughly estimated
at $8,333 per year per student or about $2,083 per three months.
This reflects that cheaper cost is incurred when the Training
Programme is placed on a regular basis. As the SGOs are officers
offering daily service to the primary school students, it is unrealistic
to place them on a full-time training programme. Instead, a part-time.-
day-release mode may be a very feasible form of training for this
will give the following advantages:
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A. In a regular course, trainees will be released for only certain
day sessions during the week for a given number of months.
They may spend the rest of their time on their work.
B. The fact that study and work go parallel will be beneficial
to learning because it will be easier to integrate the field
with classroom learning. However, one provision is that class
work must not be overwhelming.
C. Actual cases and groups in the field can be used for supervision
and learning purposes, thus making the whole Programme a very
realistic and on-the-job training.
D. The part-time-day-release mode will lengthen the period of
training but so far it seems to be beneficial as there is no
need to cram in the knowledge input, there will be time to put
classroom knowledge into practice and thus enhance skill learning.
E. Due to the training facilities and resources available it is
easier for a training institute than a serving department, to
deploy its resources to the Training Programme. In this way
the Training Programme will then enjoy many more supporting
resources e.g. regularizing the course will make it possible to
commit permanent staff to teach the course, thus the Training
Programme will be conducted in a more consistent approach.
This will be especially beneficial for attaining change in
attitude since this was more caught than taught. Other
supporting resources such as the library and laboratories
may also be made use of.
/Sincf
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F. Since the student guidance scheme is still in its infancy. it
is likely that daily supervision of the SGOs in the field
stresses more on administrative than professional aspects, hence,
part-time-day-release training will, to a certain extent, overcome
this weakness as trainees may bring cases to class for discussion.
This will have a direct impact on skill learning and indirectly,
it will be a supportive measure to the frustrating and challenging
situations encountered by the SGOs in the field.
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Thank for your letter of 23rd August. I have consulted the
Director of Education on your request to conduct an evaluation of the
training programme for SGOs as your thesis for your Master's degree, and
am pleased to tell you that this is acceptable to us both. The only
conditions are that your findings should be used on a restricted basis,
should be made available to the Social Welfare Department and the
Education Department, and should not be published without prior consent
being given by the Social Welfare Department and the Education Department.
1 would be grateful if you could contact John Gillard of the











Analysis of the Answers of the Information Users
7/11/80
The following is a compilation of questions asked by members of the
CGC on School Social Work and members of the CGC's training sub-committee
who helped to develop the Training Programme*: these indicated the
information which they would like to find out from the evaluative study
FrequencyQuestions
Is the present training course fulfilling1.
the two objectives specified:
9a. To equip the SGOs with the knowledge F
skill for personal guidance, educational
guidance and vocational guidance so that
they may discharge their duties
competently
7b. To assist the SGOs to cultivate a sense
of identity and conviction for the
service
1How do we improve the Training Programme in the2.
future?
4Is what is being taught in the training course3.
appropriate to what is being practised?
(at what level are we training the SGOs?)
1What is the weight placed on the development of4.
child and child psychology in the Training
Programme?
1Do SGOs receive adequate supervision in theS.
fieldwork?
1To what extent does the present training course6.
take into account the characteristic and
previous training of the SGOs?
Is the present Training Programme adequate in 17.
terms of the length of time to equip the
trained teachers with the social work skills
and techniques?
1Based on what criteria do we select SGOs?8
*Due to shortage of time, such information was obtained through
telephone contacts from 10 members of the committees, those
members whose opinion were not included was due to the fact
that they were on leave during the time of information collection.
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FrequencyQuestions
19. To what extent are the strategies
(minimum lecturing multi-activity) used in
the present Training Programme appropriate
to the training of the SGOs? And to
the training of adults?
110. What is the role of the co-ordinator?
111. Did the co-ordinator invite guest lecturers
according to the objectives of the 'T'raining
Programme?
112. Do speakers know the SGOs' duties?
113. Is the SGO scheme an effective scheme?
The Operationalized Obiectives of the SGO Training Programme
Appendix 3
The following is developed with the co-operation of the Inspector and
the Assistant Inspector of the SGOs in the Education Department.
After attending the 3-month Training Programme, the SGO will be able to
perform the following in personal, educational and vocational guidance:
To interview the pupil
contact and collect collateral
information from significant others
(e.g. teachers, parents)
pay home visit, if necessary
in order to identify,
define the problem and
to point out factors
contributing to the
problem
To be able to distinguish Simple cases from the Complicated
ones.
Simple cases are those with problems where
the clients andor their significant others are
co-operative
handling of the problem will not involve major
changes within the client's personality or with
the inter-relationship between client, and other
significant others.
To be able to work with the Simple cases:
In this context, the skills required in general are:
i. those for establishing relationship with clients
ii. those indicating acceptance and respect for the
client and sincerity of the SGO.
In detail, they are:
Attending skills: physical attending, listening- to now
verbal and paralinguistic cues, parroting verbal messages
Responding skills: accurate empathy (primary level) as
indicated by
concreteness in speaking about special experiences,
behaviours, feelings
ability to communicate understanding of feeling
and content accurately
genuiness by avoiding use of professional jargon,
projecting role as helper, being defensive;
by being natural and spontaneous
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iv. respect by avoiding judgemental
by frequently and effectively using empathy
by communicating understanding of resources
by attending effectively
by reinforcing client for what he does well
Integrating understanding skills: accurate empathy (primary
level) and (advanced level) as indicated by
1. being able to help client to take the large view
of his problem, to see his implications which he
did not express directly, help client to see some
of the logical conclusions of what he is saying,
help him open up areas at which he only hints, and
to see themes which client may have overlooked,
ii. be able to use helper self-disclosure appropriately
so that the client is helped to understand his own
experiences and consequences of his behaviour,
confrontation to help client to explore his unused
strengths and be able to employ such strengths.
3. a. To initiate referral for Assistant Inspector (Education Department)
consultation and endorsement
When he encounters with one/a combination of the following
problems:
1. Court cases of boys/girls with behaviour problems,
unmarried mother, juvenile mendicants, child abuse,
and cases of children in need of care and protection
Financial hardship cases that require short-term11.
assistance
Housing problem cases that may require compassionateiii.
resite or rehousing
Cases of marital conflict and/or child disputeiv.
V. Cases having familial relationship problem
Cases involving girls/boys having behaviour/emotionalVi.
problems
Cases of parents who have personal problem or who arevii.
unmotivated in attending to the needs of their children
viii. Cases involving sight/hearing/speech or other physical
defects, adjustments problems or suspected mentality
problems.
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b. I. to identify appropriate resources for referral
and reasons-for using these resources
11. to be able to prepare clients and significant
others for the referral
C, To acquire the skill in writing referral
4. To liaise with school staff concerned: this involves teamwork
skills, (given a situation when professionals are open and
willing)
a. The SGO is expected to arrive at a common goal and
develop a mutual plan, especially with the Education
Counsellors
b. that he is able to share information and discuss case
in a non-defensive manner
c. to be able to present the SGO's perspective in the
discussion of the case
d. to be able to help other team members to see such
perspective
e. to be able to listen and accept other professionals'
point of view
f. to be able to provide information to identify appropriate
resources and to make prompt decisions to resolve crises
so that all parties concerned may continue with a good
working relationship
The scope of personal, educational and vocational guidance may be
specified as
1. Personal guidance to those pupils with the following presenting
problems:
non-attendance
peer relationship (e.g. fighting, bullying)











speech/hearing/sight or other physical defects
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2. Educational guidance involves explanation to clients and
parents:
- the knowledge and opportunities leading to different
types of secondary schools
- the understanding of compulsory education and its
implications and
- to minimize premature drop-outs from primary school
pupils by giving follow-up service to referrals
of the school personnel
3. Vocational guidance involves explanation on the implication
of the choice of school to the pupils' future cases.
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小 英 就 为 到 工 厂 工 作 ， 便 是 解 决 问 题 的 方 法 ， 如 果
你 是 李 淑 雲 ， 你 会 怎 样 协 助 小 英 ？
如 果 你 是 李 淑 雲 ， 你 以 为 小 英 姐 妹 的 情 况 应 该
由 你 自 己 继 续 协 助 ， 还 是 准 备 介 绍 给 其 他 的 专
业 工 作 者 呢 ？
如 果 李 淑 雲 决 定 介 绍 小 英 给 某 些 福 利 机 构 ， 你 以




如 果 你 是 李 淑 雲 ， 你 会 怎 样 写 这 个 介 绍 书 呢 ？
（ 请 用 介 绍 书 写 出 ）
如 果 你 介 绍 的 福 利 机 构 答 应 帮 助 小 英 ， 你 的
职 责 又 是 什 么 呢 ？
在 这 个 案 发 展 的 过 程 中 ， 除 了 以 上 民 谈 及 的 ，












































































































在 接 到 介 绍 书 后 ， 请 管 试 按 订 到 的 作 些 哪 。
個 案 記 錄
15/5/80
班 主 任 何 先 生 頭 上 介 紹 了 黃 玉 玲 最 近
的 情 況 ， 玉 玲 是 個 頗 用 功 的 學 生 ， 功 課 也 不 錯 。
但 近 數 月 來 ， 上 課 精 神 不 集 中 ， 有 時 打 瞌 睡 ， 何 先
生 曾 跟 她 談 ， 但 她 沒 有 做 聲 ， 樣 子 像 受 了 不 少 委
屈 。 小 息 時 總 是 自 己 坐 在 一 角 落 裡 ， 連 最 好 的 朋
友 淑 芬 也 書 院 了 ， 問 玉 玲 也 有 曠 課 的 現 象 。
何 先 生 很 關 心 玉 玲 的 情 況 ， 望 學 生 輔 導 主 任 能 給
與 服 務 。
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下 課 了 我 等 了 十 分 鐘 單 玉 玲 未 有 依 約 前
來 見 我 ， 我 便 向 六 課 室 走 去 。 在 課 室 旁 梯 口 轉
角 處 ， 蹲 著 兩 個 女 孩 。 其 中 較 大 的 一 個 便 是
玉 玲 ， 她 低 著 頭 把 弄 著 書 包 ， 看 到 我 ， 慢 慢 地
站 起 來 ， 怯 怯 的 看 著 我 。
“ 好 哇 ？ 玉 玲 ” 我 說 “ 你 忘 記 約 了 我 ？ ”
“ 唔 。 。 。 沒 有 。 ” 怯 懦 說 。
“ 天 生 ” 那 小 女 孩 叫 著 并 甜 甜 笑 樣 子 看 來 很
聰 明 。
“ 哦 ” 我 應 著 “ 你 是 玉 玲 的 妹 妹 嗎 ？ 叫 什 麼 名 字 呢 ？
讀 第 幾 班 ”
“ 綠 冰 ” 小 女 孩 說 “ 讀 魏 一 班 ”
我 說 ： “ 好 ， 是 玉 冰 嗎 ？ 你 可 以 再 說 一 遍 ‘ 玉 冰 ’ ? ”
“ 綠 冰 ” 小 女 孩 模 仿 著
“ 她 說 話 不 正 確 。 ” 玉 玲 插 嘴 說 ， 以 免 摸 著 玉 冰 的
頭 髮 。
“ 有 看 過 醫 生 嗎 ？ 檢 查 過 嗎 ？ ” 我 問 。
“ 去 年 看 過 ， 還 割 了 脷 肋 ， 但 沒 有 好 轉 ” 玉 玲 答 。
以 後 ， 我 們 便 慢 慢 地 彈 起 來 ， 玉 玲 去 年 在 私 家 醫
院 裡 施 手 術 ， 割 了 脷 肋 ， 情 況 不 見 得 比 以 前
好 ， 但 家 裡 欠 了 一 筆 債 ， 到 現 在 還 未 完 全 清
還 。
“ 你 這 麼 關 心 妹 妹 和 家 中 的 情 況 ， 欠 下 這 筆 債 ， 令 你
不 開 心 嗎 ？ ” 我 問 。
玉 玲 突 然 靜 下 來 ， 垂 下 頭 ， 搖 搖 頭 ， 跟 著 變 泣
訴 起 來 。 我 把 紙 手 帕 遞 給 她 說 “ 家 裡 情 況 怎
樣 ？ ”
“ 媽 媽 病 了 。 ”
“ 有 看 醫 生 嗎 ？ 嚴 重 嗎 ？ ”
玉 玲 搖 搖 頭 “ 沒 有 ”
“ 爸 爸 呢 ？ ” 我 問
玉 玲 咬 著 下 唇 ， 不 做 聲
“ 他 有 回 來 看 你 們 嗎 ？ ”
玉 玲 還 是 不 答 ，
我 說 ： 我 們 以 後 再 談 這 個 呢 ， 現 在 媽 媽 病 了 ，
我 可 以 去 看 望 他 嗎 ？
玉 玲 抬 起 頭 說 “ 好 ， 我 先 跟 媽 說 一 聲 。 ”
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家 訪 ： 玉 玲 跟 爸 媽 及 妹 住 在 長 沙 灣 道 的 一
間 大 廈 里 ， 全 樓 面 積 八 百 尺 ： 分 組 給 四
伙 人 ， 玉 玲 一 家 租 了 近 廚 房 的 一 個 小 房 間 ，
室 內 設 計 簡 陋 ， 但 很 整 潔 ，
從 黃 大 的 談 話 中 ， 對 玉 玲 一 家 的 近 況 作 進 一
步 的 了 解 。
玉 玲 的 爸 爸 不 知 在 何 時 染 了 毒 癮 ， 整 日 遊
手 好 閒 ， 無 所 事 事 ， 家 中 可 以 買 或 典 當 的 東 西 ，
都 給 他 拿 去 了 。 脾 氣 很 壞 ， 有 事 還 發 洩 在 孩
子 身 上 。 去 年 曾 到 香 港 解 讀 會 戒 去 毒 癮 ， 今 年 年 初
出 院 后 不 見 ， 又 故 態 復 萌 ， 有 時 家 裡 真 的 沒 有 錢 ，
他 曾 迫 玉 玲 去 替 他 帶 白 粉 ， 以 便 掙 一 些 錢 繼
續 吸 毒 ，
黃 太 雖 然 極 力 反 對 ， 但 也 無 效 ， 因 為 要 挑 起
整 個 家 庭 的 生 活 擔 子 ， 她 唯 有 到 附 近 的 地 盤 去
當 泥 工 ， 晚 上 又 拿 手 套 回 家 做 ， 可 能 操 勞 過 度 ，
最 近 病 倒 了 ， 生 活 便 有 困 難 ， 房 租 已 欠 了 兩 個 月 ，
真 虧 了 玉 玲 ， 除 了 料 理 家 務 ， 照 顧 母 親 外 ， 她 晚
上 還 繼 續 替 母 親 做 手 套 ， 總 是 做 到 了 深 夜 也 不 睡 ，
以 便 多 掙 一 些 來 維 持 生 活 ，
黃 太 認 為 我 個 寄 宿 地 方 給 妹 妹 兩 個 ， 便 可 解
決 問 題 。 玉 玲 則 說 ， 她 不 想 去 寄 宿 ， 但 他 怕 爸 爸 ，
尤 其 怕 爸 爸 迫 她 做 犯 法 的 事 。 她 請 我 替 他 找 份
工 作 ， 最 好 有 吃 有 住 ， 那 應 有 一 定 的 收 入 ， 可 以 常
回 家 看 媽 媽 和 妹 妹 ， 問 題 便 解 決 了 。
學生輔導員：莫潔茹
據 以 上 的 個 案 記 錄 ， 請 你 對 下 列 幾 題 ， 發 表 你
的 意 見 ：
玉 玲 編 碼 的 問 題 是 什 麼 ？
以 玉 玲 姐 妹 的 情 況 ， 潛 伏 著 的 問 題 又 是 什 麼 ？
如 果 你 是 學 生 輔 導 主 任 ， 你 以 為 應 該 怎 樣 處 理 潛
伏 問 題 ？ 試 列 出 你 的 甲 ） 工 作 目 標 乙 ） 步 驟
起 初 玉 玲 對 去 應 學 生 輔 導 主 任 的 約 ， 並 不 積 極 ，
但 後 來 態 度 已 有 改 變 ， 在 個 案 記 錄 中 ， 你 認 為
什 麼 會 領 導 玉 玲 由 此 變 化 呢 ？ 請 舉 例 說 明 。
黃 太 認 為 找 個 寄 宿 的 地 方 ， 便 可 以 解 決 目 前 的
問 題 ， 而 玉 玲 則 以 為 找 份 有 食 有 住 的 工 作 ，
則 較 合 適 。 如 果 你 是 莫 絮 茹 ， 你 會 怎 麼 協 助 玉 玲 ？
如 果 你 是 莫 潔 茹 ， 你 以 為 玉 玲 姐 妹 的 情 況 ，
應 該 由 你 自 己 繼 續 協 助 ， 還 是 準 備 介 紹 給 其
他 的 專 業 工 作 者 呢 ？
如 果 莫 潔 茹 決 定 介 紹 玉 玲 給 某 些 福 利 機 構 ，
你 以 為 她 應 該 介 紹 哪 一 處 ？ 為 什 麼 ？
如 果 你 是 莫 潔 茹 ， 你 會 怎 樣 寫 這 介 紹 書 呢 ？

INSTRUMENT(A)
Pre-test on Knowledge: Case Referal and Case Study
（ 甲 部 ）
各 位 ：
這 並 不 是 考 試 ， 而 是 希 望 對 受 訓 員 的 情 況 作
進 一 步 的 了 解 以 便 改 善 課 程 的 訓 練 ， 所 以 個 別
受 訓 員 的 答 案 是 不 會 公 佈 的 ， 結 果 是 會 嚴 護 地 保
密 ， 一 定 不 會 影 響 任 何 對 工 作 表 現 的 評 價 ，
這 裡 附 上 兩 個 個 案 ， 一 個 是 校 方 的 介 紹 書 ，
另 一 個 是 從 另 一 個 案 中 抽 出 來 的 記 錄 ， 請 詳 細 閱
讀 ， 并 在 一 個 鐘 頭 內 解 答 有 關 的 問 題 ， 這 些 問 題 并
沒 有 “ 對 ” 或 “ 錯 ” 的 答 案 ， 所 以 不 要 花 太 多 時 間
去 思 考 每 一 條 問 題 ， 只 是 把 自 己 的 意 見 在 空 格
中 填 上 便 可 以 了 。
謝 謝 合 作 ！
答 卷 者 姓 名 ：
檔 號 HKE/007/023
校 方 個 案 介 紹 書
致 : 學 生 輔 導 主 任
學 生 資 料
姓 名 : 陳 子 鋒 性 別 : 男 出 生 日 期
5/11/1969
學 校 名 稱 : 石 硤 尾 聖 靈 小 學 班 級 5D
學 生 住 址 : 石 硤 尾 第 八 座 二 七 室 , 電 話
3-801612
介 紹 求 助 原 因 ： 子 鋒 已 曠 課 兩 星 期 ， 曠 課 前 ， 在 課 室 內 ，
常 常 吵 吵 ， 騷 擾 同 學 ， 在 球 場 上 ， 跟 同 學 打 架 ， 老 師 曾
因 此 事 ， 與 家 長 會 談 ， 但 母 親 認 為 “ 老 師 對 他 有 成 見 ” ，
近 日 班 內 有 幾 個 同 學 不 見 了 新 鉛 筆 及 零 用 錢 ， 有 人 懷 疑
是 子 鋒 做 的 ， 但 沒 有 證 據 ， 老 師 也 曾 為 此 跟 子 鋒 談
過 ， 但 不 得 要 領 ， 跟 著 便 不 見 子 鋒 回 校 上 課 了 ， 校 方 曾 聯
絡 子 鋒 的 家 長 ， 她 的 母 親 認 為 “ 如 果 老 師 對 子 鋒
的 成 見 那 麼 深 ” ， 對 子 鋒 的 學 習 也 是 無 濟 於 事 的 ， 讀
與 不 讀 ， 也 沒 有 分 別 ， 便 掛 了 電 話 ，
教 師 簽 名 ： 校 長 簽 署
姓 名 ： 姓 名
日 期 2/3/81
日 期
在 接 到 介 绍 書 後 ， 請 嘗 試 擬 定 具 体 的 工 作 步 驟
個 案 記 錄
10/5/80
6A
的 情 況 ， 慧 敏 平 常 是 很 用 功 的 ， 功 課 也 不 錯 ， 但 最 近
數 月 來 ， 上 課 時 精 神 不 集 中 ， 近 兩 星 期 ， 還 間 中 有
曠 課 的 現 象 ， 小 算 成 時 喜 歡 獨 自 坐 在 一 邊 ， 不 愛 與
同 學 說 話 ， 范 先 生 看 來 非 常 關 心 慧 敏
13/5/8
下 課 了 ， 我 遠 遠 看 到 慧 敏 ， 一 手 提 著 書 包 ， 另 一
只 手 卻 把 著 一 個 穿 著 同 校 校 服 的 小 女 孩 ， 朝 著 辨 分
室 的 方 向 來 ， 我 便 迎 上 去 ， 把 手 搭 在 她 的 盲 目 ， 把 她
倆 帶 到 會 談 室 里 ， 關 上 門 ， 我 問 慧 敏 ， 小 女 孩 是 誰 ？
她 喃 喃 地 說 “ 妹 妹 ”
我 問 小 女 孩 ， 你 叫 什 麽 名 字 ？
小 女 孩 沒 有 反 應 ， 但 慧 敏 答 道 ， 慧 珠
我 “ 慧 珠 ， 你 喜 歡 玩 什 麽 ？ 我 這 里 有 書 冊 書 等
有 圖 書 。
小 女 孩 沒 有 做 聲 ， 呆 呆 地 看 著 我 ， 慧 敏 說
隨 便 給 她 什 麽 都 可 以
我 ： 慧 珠 ， 你 讀 第 幾 班
慧 珠 仍 沒 有 做 聲 ， 只 遇 了 我 給 她 的 書 冊 ， 隨 便
翻 閱 著
慧 敏 2E
我 ： 慧 珠 為 什 麽 不 做 聲 ？ 是 不 舒 服 嗎 ？
慧 敏 ： 不 知 道 ， 她 平 常 也 是 這 樣 的 ， 媽 說 她 ‘ 頓 ’
我 ： 有 檢 驗 過 嗎 ？
慧 敏 ： 不 知 道 。
慧 敏 看 來 疲 倦 ， 不 像 我 說 ： 上 了 一 上 午 的
課 ， 可 能 很 累 了 ， 肚 子 餓 了 吧 ？ 她 怯 怯 地 望 著
我 ， 遲 疑 了 一 會 ， 才 輕 輕 地 點 頭 ， 喃 喃 地 說 ： 餓
了 ， 今 天 沒 有 吃 早 點 。 我 問 她 ： 為 什 麽 ？ 她 說 ：
沒 錢 買 。 我 問 是 否 媽 媽 上 班 去 ， 沒 留 下 零 和 錢 ，
她 搖 頭 ， 說 “ 媽 病 了 ”
“ 有 看 醫 生 嗎 ？ 嚴 重 嗎 ？ ”
慧 敏 搖 搖 頭 “ 沒 有 ”
“ 爸 爸 呢 ？ ” 我 問
慧 敏 咬 著 下 唇 ， 不 做 聲
“ 他 有 回 來 看 你 們 嗎 ？ ” 慧 敏 低 著 頭 沒 有 答
我 說 “ 我 們 以 后 再 談 這 個 吧 ， 現 在 媽 媽
病 了 ， 我 可 以 去 探 望 她 嗎 ？ ”
慧 敏 抬 起 頭 ， 說 “ 好 ”




















































































































































































































































9. 如 果 你 介 紹 的 福 利 相 構 答 應 幫 助 慧 敏 , 你 的
職 責 又 算 什 麽 呢 ?
10.
在 這 個 案 發 展 的 過 程 中 , 所 以 , 所 該 反 的
你 認 為 還 有 其 它 要 做 的 工 作 嗎 ?
INSTRUMENT (B)
Pre-test on Skills: Role Play
學生輔導主任
最 近 老 師 介 紹 了 一 位 同 學 ， 這 里 附 有 老
師 的 介 紹 書 。 希 望 你 能 用 約 十 分 鐘 的 時 間
與他會談
會 談 并 沒 有 一 定 的 形 式 ， 也 沒 有 做 得 “ 對 ”




我 會 把 會 談 的 過 程 記 錄 ， 以 便 改 善
練 課 程 ， 但 將 把 記 錄 絕 對 保 密
看：、，
二、: VI
校 方 個 案 介 紹 書
致 ： 學 生 職 導 主 任
學 生 裔 料
,4-1 I
學 校 名 稱 ： 旁 丸 每 等 … 丄 ’ 芝 、 一 — 班 級 ： ！ )
6?“ 7 “4
介 紹 求 助 的 原 因 ： 年 链 是 、 崎 鍵 ” 沙 嗜 □ 力 許 差 ， 成 旱 項 》 今 廿 于 等 崎 ， | | 凑 ,
4I.II
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, 兮 崎 仓 ,
仏 ： 啼 浮 途, ； 蠢，一，，“9
一 沐 ’
此 由 學 生 福 為 主 任 硝 寫
襠 號 ：
逕 啓 者 ： 查 貴 校 學 生 ― 〔 班 級 ： 〕 ， 由 於
有 ― 方 面 的 問 題 ， 經 於 一 九 八 年 月
0
此 致
上 ， 下 午 染 校 校 長
學 生 執 ， 主 任 ― 韻 啓
― 九 八 年 月 日
角 色 扮 演 : 胡 子 健 10 歲 男
子 健 是 四 年 級 D
班 學 生 , 功 課 差 , 有 時 也 交
不 準 時 , 脾 氣 壞 , 常 在 課 室 跟 同 學 打 架 , 用 左 腳
踢 同 學 , 因 行 動 不 便 , 休 息 時 間 準 許 他 留 課 室 內
最 近 有 幾 位 同 學 訴 說 了 不 見 了 新 的 鉛 筆 及 零 用 錢
有 人 懷 疑 是 子 健 所 做 , 但 沒 有 證 據 , 所 以 老 師
請 學 生 輔 導 主 任 了 解 一 下 . 因 子 健
D 的 行 為
老 師 曾 請 子 健 請 到 來 暗 訪 , 規 定 子 健 健 身
體 不 好 , 所 以 脾 氣 有 點 壞 , 線 他 年 紀 最 小 , 所
以 父 母 跟 六 位 妹 妹 也 對 他 常 常 邊 就
角 色 扮 演 ： 子 健 走 起 路 時 ， 左 腳 一 拐 一 拐 的 ， 本
學 生 輔 導 主 任 會 就 時 ， 起 初 領 得 很
不 自 然 。 如 鈄 鈄 的 坐 著 ， 眼 不 時 堂
向 阿 劉 ， 把 弄 著 手 措 ， 不 耐 煩 時 ， 便
把 左 腳 踢 著 桌 子 的 腳 。 不 大 高 興
來 見 學 生 輔 導 主 任 ， 就 為 只 是 壞 學
生 ， 才 要 見 學 生 輔 導 主 任 ， 而 且 學 生 輔
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NSTRUMENT (B)

















































襠 號 ： 致 育 司 署 學 生 辅 毡 組
校 方 個 案 介 紹 書
致 ： 學 生 輔 導 主 任
生 資 料
姓名：各又！卡為〔 V
舉 校 名 稱 ： 号 《 奏 士 ― 班 級





，，一1734,(VII‘1“1)-一一，VI45？、，‘一-二IV,;.7一名二公I 5 1711-1-‘‘；士312广，二丨，、？114) I
1
1七辟.十：0464XV54原，宅5？和註命介？、文維






有 ― 方 面 的 闺 ！ ] 、 經 於 一 九 八 年 月
曰 ， 交 由 本 人 處 理 ， 本 入 足 當 對 該 生 邡 以 心 留 逢 。
此 致
上 ; 下 午 學 校 校 長
1-





































































































































































































5 對 睡 眠 的 看 法
天 娟 認 為 ， 既 然 地 身 體 不 好 ， 是 不 原 意 過 分 勞
碌 ， 所 以 需 要 多 體 格 上 ， 媽 媽 也 是 這 樣 說 的 ， 他 們 現
在 住 的 地 方 ， 晚 上 很 晚 的 ， 有 一 深 夜 ， 收 音 機 ， 電 視
機 的 聲 浪 是 經 常 放 得 很 高 的 ， 需 要 愿 意 麻 愿 意 ， 錄
開 聲 ， 根 本 無 法 早 睡 ， 只 有 早 上 ， 在 那 都 在 都 出 去
工 作 了 ， 才 暫 時 寧 靜 下 來 ， 是 睡 覺 的 好 時 機 。
還 有 媽 媽 每 晚 就 在 北 的 床 帝 還 車 衣 服 ， 更 如
令 她 難 以 入 睡 ， 雖 然 可 以 用 開 鐘 ， 但 卻 沒 有 江
總 開 地 不 醒 ， 大 最 二 哥 也 曾 試 過 以 他 起 床 ， 也 來 曾
成 功 過 ， 洗 早 ， 這 樣 吵 醒 他 ， 文 娟 就 更 偉 大 于 我 們
6 對 缺 課 下 了 看 法
文 娟 費 得 既 然 遲 到 ， 以 早 被 是 之 別 ， 又 要 被 以
準 取 笑 ， 不 機 索 性 不 回 校 算 ， 所 以 ， 幾 次 缺 課 都
是 因 為 避 ， 起 來 所 課 的
7 對 學 校 更 功 課 的 看 法
文 娟 不 喜 歡 讀 書 ， 覺 得 課 下 作 得 ， 功 課 工 分
校 內 的 科 目 ， 最 難 是 是 換 更 ， 校 上 沒 有 文 娟 準 其 懷
遠 不 會 反 格 。 哥 哥 啊 的 英 文 ， 也 是 自 身 難 保
同 學 們 大 多 數 不 跟 比 玩 ， 還 經 常 欺 誨 地 ，
訓 地 - 大 懶 蟲 ， 如 果 他 們 不 敢 誨 地 ， 地
是 不 會 動 手 打 人 的 。
老 師 們 對 地 有 偏 見 ， 同 學 們 是 地 ， 老 師
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學 生 资 料
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逞 啓 者 ： 查 貴 校 學 生 ― 、 班 癒 ： 〕 ， 由 於
有 方 面 的 問 题 、 ， 經 於 一 九 八 年 月
曰 ， 交 由 木 人 處 理 ， 木 人 定 當 對 該 生 邡 以 ; 心 留 意 。
吐 敌
上 ， 下 午 學 校 校 長
學生 1






學 生 ， 功 課 差 ， 常 常 不 合 格 ， 上 學 時 提 不 起 勁 ， 坐 在 課
室 里 發 白 日 夢 ， 近 幾 星 期 ， 小 風 有 缺 課 的 習 慣 ， 曾 經
連 續 缺 課 三 天 ， 再 回 校 上 課 時 沒 精 打 采 ， 常 打 瞌 睡 ，
地 老 師 曾 嘗 試 跟 地 談 ， 但 不 得 要 顀 ， 也 要 試 圖 用 電
話 跟 他 家 長 聯 絡 ， 但 卻 沒 有 人 接 聽 ， 上 星 期 有 同 學
告 訴 李 老 師 說 ： 看 到 小 風 一 班 穿 著 新 潮 服 式 的
青 少 年 男 女 出 入 大 角 咀 附 近 的 波 樓 或 在 附 近 的 壞
場 遊 蕩 ， 李 老 師 恐 怕 小 風 誤 交 損 友 ， 便 介 介 給 學
生 輔 遵 主 任 ， 希 望 給 予 通 當 的 輔 導 。
角 色 扮 演 ： 小 風 走 起 路 來 有 點 跛 ， 樣 子 看 來 疲 倦
斜 斜 地 倚 著 椅 子 坐 ， 間 中 打 呵 欠 ， 起
初 有 點 不 耐 煩 ， 提 不 起 勁 ， 但 因 輔 導 主
任 耐 心 地 問 也 算 是 有 問 有 答
輔 導 主 任 如 問 及 地 的 家 庭 情 況 時 ， 他 可 以 用 下 面
的 資 料 作 答 ：
1
家 庭 成 員 ： 爸 爸 （ 方 國 華 ）
媽 媽 （ 葵 並 玉 ） 媽 媽 在 小 風 出 生 后
不 久 ， 聽 說 患 上 急 病 死 了 ， 所 以 小 風 記 不
起 媽 媽 的 樣 子 了 ， 爸 爸 從 來 世 不 提 反
媽 媽 的 ， 家 里 也 沒 有 媽 媽 的 舊 照 片 。
1 16 1-1
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身 体 健 康 状 况
小 风 曾 患 小 儿 麻 痹 症 ， 所 以 脚 是 微 跛 的
爸 爸 对 此 有 很 大 的 歉 意 ， 小 风 小 的 时 候 学 患 感
冒 ， 似 乎 比 其 他 孩 子 容 易 染 上 伤 风 咳 嗽 ， 爸 爸 常
叫 哥 哥 们 不 要 给 她 过 分 工 作 ， 因 为 她 身 体 不 好 ，
虽 然 在 小 风 的 记 忆 中 ， 她 这 几 年 没 有 真 正 的 生
过 病 ， 介 她 也 深 信 她 的 “ 身 体 弱 ， 不 大 要 当 ” 是 不
过 这 些 病 中 潜 伏 着 ， 没 有 “ 发 病 ” 而 已
对 上 课 的 看 法 ：
小 风 认 为 课 一 直 不 好 ， 常 常 不 合 格 ， 基 础
既 然 不 好 ， 要 用 心 也 是 很 难 追 上 去 的 ， 况 且 她
身 体 不 好 ， 爸 爸 认 为 她 不 愿 唠 叨 ， 得 过 且 过
算 了 。 她 没 有 什 么 谈 得 来 的 同 学 ， 她 认 为 自 己 身
体 有 缺 陷 ， 同 学 当 然 不 会 喜 欢 和 她 玩 ， 所 以 上
学 时 她 来 说 是 一 回 非 常 烦 恼 的 事 。
缺 课 的 原 因 ：
在 偶 然 的 机 会 ， 碰 上 一 个 已 经 离 了 校
比 她 高 几 班 的 女 孩 子 淑 芬 ， 淑 芬 对 上 课 也
没 有 好 感 ， 好 说 她 现 在 出 来 工 作 ， 生 活 益 意 我
了 ， 虽 然 小 风 有 点 跛 ， 出 来 工 作 是 没 有 问 题 的 ，
早 点 介 绍 她 一 些 朋 友 ， 大 家 会 照 顾 好 的 。
所 以 能 過 淑 芬 ， 地 結 識 了 最 近 一 班 朋 友 ， 他 們
年 齡 都 要 比 地 大 一 ， 多 半 是 出 來 工 作 的 了 ， 他 們
帶 她 去 了 不 少 地 方 ， 被 樓 、 戲 院 、 飲 茶 之 類 ， 令 她
有 了 不 少 新 的 見 識 ， 也 從 來 沒 有 要 求 比 什 麽 ， 只
是 有 時 玩 得 夜 了 ， 早 上 起 不 來 ， 所 以 缺 課 。
現 在 小 風 覺 得 既 然 有 了 死 黨 ， 跟 同 學 們
合 不 來 ， 不 睬 他 們 也 吧 ， 反 下 地 的 死 黨 是 頂
義 氣 的 ， 一 定 會 照 顧 地
7
對 自 己 的 了 解 如 果 覺 得 學 生 輔 導 真 很 是 關 心
你 ， 那 你 可 以 用 以 下 的 資 料 來 多 談 自 己
有 時 候 ， 小 風 覺 得 很 寂 寞 ， 她 地 年 紀 相 接
近 的 孩 子 ， 沒 有 幾 個 跟 她 合 得 來 ， 生 活 中 遇 到
的 一 些 問 題 ， 也 不 一 定 有 人 ， 如 她 很 想 到 附
近 新 聞 的 青 少 年 中 心 看 看 ， 當 她 對 “ 死 黨 ” 們 提
及 時 ， 他 們 都 笑 他 “ 笨 星 ” “ 老 套 ” ， 哥 哥 們 又 埋
頭 讀 書 ， 爸 爸 又 不 常 在 家 ， 況 且 ， 他 們 男 孩 子
怎 懂 得 女 孩 子 的 心 理
TNSTiftJTMTiTM7?( f!
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學 生 輔 導 主 任 的 工 作 是 艱 鉅 的 ， 因
為 他 要 與 許 多 不 同 性 格 的 人 工 作
2
協 助 學 生 有 課 室 內 有 弱 作
為 ， 并 不 在 學 生 輔 導 主 任 的 工
作 範 圍 內 ， 那 應 該 是 訓 導 主 任
的 責 任 。
3 希 望 學 生 輔 導 主 任 能 協 助 學 生
有 健 康 的 身 心 發 展 ， 那 簡 不 是
學 生 輔 導 主 任 的 工 作 期 望
4 一 般 的 學 生 都 是 十 分 合 作 的
5 我 選 擇 了 學 生 輔 導 主 任 的 工 作
因 為 我 想 協 助 個 別 學 生
克 服 他 們 的 困 難
6 我 對 怎 樣 去 協 助 孩 子 解 決
問 題 ， 信 心 并 不 太 大
7 學 生 輔 導 主 任 的 角 色 功 能
跟 一 般 校 內 的 社 會 工 作 者
無 異
8 學 生 輔 導 主 任 的 工 作 是 艱 鉅
的 ， 因 為 許 多 家 長 是 不 合 作 的 。
非 常 出 頁 頗 不 非 常
同 意 同 意 同 意 同 意
9. 我 以 為 一 般 的 學 生 都 不 想 接
解 學 生 輔 導 主 任 ， 因 為 這 樣 他
們 要 被 處 為 壞 學 生
10. 對 於 了 解 學 生 的 家 庭 情 況
家 訪 是 一 個 基 本 的 手 法 ， 所 以
對 每 一 個 個 案 也 應 該 作 家 訪
11. 據 我 所 知 ， 學 生 輔 導 主 任 工 作
有 許 多 不 同 的 功 能 ， 差 不 多 什
麼 工 作 也 可 以 包 括 在 他 的 工
作 範 圍 內 。
12. 我 認 為 據 知 的 父 母 往 往 也
是 學 生 問 題 的 主 要 原 因 。
13. 我 選 擇 了 學 生 輔 導 主 任 的 工
作 因 為 我 可 以 輔 助 減 輕 老
師 們 的 工 作 量 。
14.
學 生 輔 導 主 任 工 作 中 所
遇 到 的 問 題 ， 往 往 是 難 以
處 理 。
15. 我 選 擇 了 學 生 輔 導 主 任
的 工 作 ， 因 為 我 並 沒 有 任
何 選 擇
非 常 頗 頗 不
非 常
不
同 意 同 意 同 意 同 意
16
大 多 數 字 長 對 學 生 在 學 樣 的 情 況
基 本 是 關 心 的 ， 只 不 過 因 為 無 知
及 日 間 為 生 活 而 疲 于 奔 命 ， 以 致
今 他 們 忽 略 了 做 父 母 的 責 任
17 學 生 輔 導 主 任 的 工 作 是 很 少 有 到
成 果 的 ， 所 以 是 一 份 徒 勞 無 功 的
工 作
18 我 認 為 薪 酬 的 多 少 并 不 可 以 衡
量 一 份 工 作 的 價 值
19 當 學 生 輔 導 主 任 發 現 學 生 的 問
題 是 深 受 家 庭 問 題 影 響 時 ， 他
便 應 該 把 這 個 家 庭 變 為 的
工 作 對 象
20
我 選 擇 了 學 生 輔 導 主 任 的 工 作
因 為 我 覺 得 教 書 是 一 份 很 沉
悶 的 工 作
21 我 選 擇 了 學 生 輔 導 主 任 的 工 作
是 為 了 增 加 薪 酬
22 學 生 輔 導 主 任 的 工 作 量 很 重 ， 所
以 ， 如 果 希 望 了 們 有 什 麽 工 作
成 效 ， 真 是 太 不 實 際 了
23 我 認 為 最 主 要 的 還 是 幫 助 學 生
怎 樣 去 克 服 困 難 ， 以 便 他 們 能
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33 學 生 輔 導 主 任 的 工 作 是 十 分 危 險 的
因 為 他 的 工 作 對 象 可 能 與 洽 會 有 關 係
34 我 認 為 學 生 輔 導 主 任 常 常 是 孤 獨
工 作 的
35 學 生 輔 導 主 任 的 工 作 是 十 分 危 險 的
因 為 他 要 在 晚 上 去 家 訪
36 學 生 輔 導 主 任 的 工 作 是 協 助 有 不
同 問 題 的 學 生 去 克 服 困 難 , 點 頂 富
挑 戰 性 的
37 我 選 擇 了 學 生 輔 導 主 任 的 工 作
因 為 我 想 成 為 政 府 部 門 的 職 員
38 雖 然 學 生 輔 導 主 任 的 工 作 量 很 重
但 我 相 信 這 會 慢 慢 地 作 出 適 當
調 整 的
39 既 然 學 生 輔 導 主 任 是 要 與 學 生 建
立 良 好 的 關 係 , 以 便 協 助 他 們
克 服 困 難 , 但 同 時 學 生 輔 導 主 任
又 需 要 點 查 學 生 上 課 人 數 , 如 遇
有 綴 學 情 況 , 則 要 促 使 學 生 回
校 上 課 . 以 上 的 兩 種 對 學 生 輔
導 主 任 的 期 望 , 是 有 基 本 矛 盾 的 .
40 我 認 為 校 內 的 職 責 , 一 般 來
說 是 非 常 合 格 及 友 善 的
不
非常 頍 頍不 非常
同意 同意 同意 不同意
41 如 果 學 生 輔 導 主 任 耐 心 地 去 了 解
他 的 服 務 對 象 ， 一 般 家 表 啊 員
會合作的。
42 我 認 為 學 生 輔 導 主 任 是 一 位 輔
導 學 生 ， 協 助 他 們 去 克 服 困 難
的社會工作者
43 我 選 擇 了 學 生 輔 導 主 任 的 工
作 ， 因 為 我 可 以 接 受 現 在 遠 相
訓練課程。
44
的 職 員 對 學 生 輔 導 主 任
的 工 作 沒 有 信 心 ， 所 以 他 們
不 是 常 常 介 紹 學 生 到 來 接 受 輔
導。
45 因 為 學 生 輔 導 主 任 的 工 作 難 以
具 體 地 交 代 ， 不 少 市 民 都 以 為
我們是在偷懶！
46 學 生 輔 導 主 任 主 要 是 面 對 學 生
的 問 題 ， 其 實 接 觸 面 是 很 陜
窄的。
47 不 論 學 生 的 問 題 是 否 深 受
家 庭 問 題 影 響 ， 學 生 永 遠 是
學 生 輔 導 主 任 的 主 要 服 務
對象。
非 常 頗 頗 不 非 常
同 意 同 意 同 意 同 意
48 學 生 輔 導 主 任 的 工 作 環 境 ， 一 般 來
說 ， 是 很 差 的 ， 但 如 果 校 方 了 解 ， 校
方 是 會 嘗 試 把 工 作 環 境 改 善 一 下 的 。
49
雖 然 學 生 輔 導 主 任 並 非 受 過 專 業 訓
練 的 輔 導 員 ， 但 他 們 幫 助 了 解 學
生 們 的 問 題 ， 並 介 紹 她 們 得 到
他 們 所 需 要 的 服 務 ， 所 以 在 這
個 協 助 學 生 去 克 服 困 難 的 過 程
中 ， 學 生 輔 導 員 是 有 所 貢 獻 的 。
50 我 不 知 道 現 在 給 市 學 生 輔 導 主 任
的 訓 練 課 程 是 否 足 夠 ， 但 我 很
高 興 他 們 會 接 受 一 些 訓 練 才 會
工 式 工 作 。
51 不 少 其 他 的 專 業 ， 對 學 生 輔 導
服 務 計 劃 ， 是 有 否 懷 疑 的 ， 因
為 在 家 都 以 為 學 生 輔 導 主 任 都 是
過 剩 的 小 學 教 師 。
52 學 生 輔 導 主 任 的 工 作 是 難 巨 的
因 為 有 很 校 內 的 職 員 不 足 常 常
抱 合 作 的 態 度 的 。
53 雖 然 學 生 輔 導 主 任 有 時 要 面 對
一 些 很 難 解 決 的 問 題 ， 由 他
可 以 針 對 其 他 一 些 地 方 ， 去 盡
量 幫 助 學 生 克 服 困 難 。
54
我 選 擇 了 學 生 輔 導 主 任 的 工 作
因 為 我 需 要 轉 換 一 下 環 境 。
不
非 常 頗 頗 不 非 常
同 意 同 意 同 意 同 意
不
55
既 然 學 生 輔 導 主 任 這 計 劃 是 一 項
新 的 嘗 試 , 進 開 機 會 自 然 很 微
但 漸 漸 這 方 面 是 會 發 展 的
56
有 機 會 與 其 它 不 同 專 業 的 工 作 人
員 一 起 工 作 , 是 非 常 有 趣 的 , 因 為
過 程 中 對 學 生 的 問 題 , 可 作 多
方 面 的 了 解
57 我 選 擇 了 學 生 輔 導 主 任 的 工 作
因 為 我 覺 得 它 有 很 好 的 進 升
機 會
58
學 生 輔 導 主 任 的 工 作 , 往 往 令
人 覺 得 挫 折 重 重
59
學 生 輔 導 主 任 的 工 作 , 根 本
就 沒 有 什 麽 機 會 升 級 的
60 我 認 為 現 在 給 予 學 生 輔 導 主
任 的 訓 練 課 程 , 并 不 能 使 他
們 對 自 己 的 工 作 勝 任
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Appendix 7
Instrument Adopted from Dr B. Yau's Doctoral Thesis
for Marking the Trainee's Skill on Instrument (B)- Role Play
(scoring 1 being the lowest score)
Name of the trainee




1 2 3 4
1. Made the client feel at ease
not at all very much
1 2 3 4
2. Made the purpose of the session clear
not at all clear very clear
1 2 3 4
3. Maintain good eye contact
seldom looked excellent
directly at all eye contact
1 2 3 4
4. Had non-verbal behaviour that
indicated in client
distracting open
hehIvi n i i rbehaviour
I 2 3 L
5. Really li steiie'd to client
inattentive attentive
1 2 3 4
6. Encouraged client to talk freely
gave little encouraged
OppOI-tL111 i ty to talk freely
1 2 3 4
7. Understood whit client said
not at all most often
1 2 3 48. Understood what client was feeling
not at all most otten
1 2 3 4
9. Was genuine (spontaneous, non-defensive
and consistent) in his relationship not at all very much
to client
1 2 3 4
10. Respected client as a human being
not at all most often
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1 2 3 4
11. Had confidence that client can
very muchdirect his own behaviour not at all
1 2 3 4
12. Helped client to be concrete
most oftenand specific in what he said not at all
1 2 3 4
13. Worker was concrete and specific in
what he said not at all most often
1 2 3 4
14. Understood those feelings and
thoughts client had difficulty it did not really
understand understand:.expressing
1 2 3 4
15. Shared with client his own feelings
not at all as often asand experiences
appropriate
1 2 3 4
16. Confronted client with the discrepancies
in his beliefs and behaviours not at all as often as
appropriate
1 2 3 4
17. Helped client to deal with his feelings
and thoughts towards himself in not at all as often as
the guidance relationship appropriate
Action phase:
1 2 3 4
18. Helped the pupil clarify his/her
problem(s) not at all very much
1 2 a
19. Helped the student examine all
not at all very wellfacets of his/her problem
1 2 3 4
20. Helped the student examine possible
not at all very wellalternative courses of action
1 2 3 4
21. Helped the student examine each
not at allalternative in detail very well
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1 2 3 4
22. Provided needed and accurate information
very wellnot at all
1 2 3 4
23. Did not push the student into making
a decision before he/she was ready
pushed was patient
1 2 3 4
24. Helped to set up concrete and workable
goals
not at all very well
1 2 3 4
25. Helped to identify and choose ways
to achieve workable goals
not at all very well
1 2 3 4
26. Helped to carry out action plan
not at all very well
1 2 3 4
27. Closed sessions appropriately
and positively not at all very well
1 2 3 4
28. Terminated counselling appropriately
not at all very welland positively
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Appendix 8
Hewer's Counselling Interview Supervision Form
Name of the trainee:
Nature of the video-tape
pre-test/post-test/
follow-up test
Please check the appropriate
degree to which you think the
trainee is capable of doing
Function Description in the interview

























































































































































































Scores for the Assessment Scale on Yau's Form
Appendix 9
The score of each item in Yau's scale= the weighting of each item
x the number assigned to that scale. Thus the score developed for
each item was as followed:
Item No Weight of each item
score
scale
0 1 2 3
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Scores for the Assessment Scale on IHewer's Form
To develop a total score for Hewer's form, the score for each of the
ten catagries was attained by the following formula:
Final weighting of each category (after adjustment) x
the number designated to the scale (i.e. 0, 1, 2, 3 or 4)
which resulted in the following table
Assessment Form on Trainee's
Interviewing Technique
Please check the appropriate
degree to which you think
the trainee is capable of







13.9 27.8 41.7 55.60scoreof content
13.9)
Facilitative Empathy




mess 41.7 55.60 13.9 27.8Clarifications(1.3.9)Action
facilitative
41.7 55.613.9 27.80Genuineness (13.9)
24 328.0 160Self-disclosure (8.0)
16.8 22.45.6 11.20Confrontation (5.6)
0 0000ImmediacyAction (0)
16.8 22.45.6 11.20Self-exploration (5.6)





Distribution of Scores for the Attitude Scale
The score of each item= the weighting of each item x the number assigned
to the scale































































































































































Weighting ofItem No. on





































Item No. on Weighting of
Score for each item
each itemInstrument. (C)
33 1.4 2.8score: 4.2 5.61.4
scale: 2 41 3
34 0.9 0.9 1.8 2.7 3.6
21 3 4
35 2.81.4 1.4 4.2 S.6
21 3 4
36 1.7 5.16.8 3.4 1.7
4 3 2 1
37 2.6 2.6 5.2 7.8 10.4
21. 43
2.838 11.2 8.4 5.6 2.8
4 3 2 1
2.81.4 1.4 4.239 S.6
21 3 4
0.9 0.9 1.8 2.740 3.6
21 3 4
1.4 1.4 2.841 4.2 5.6
1 2 43
1.1 1.1 2.242 3.3 4.4
1 2 43
1.4 1.4 2.843 4.2 5.6
1 2 3 4
0.9 0.9 1.8 2.744 3.6
1 2 3 4
1.1 2.2 3.31.145 4.4
2 31 4
1.4 2.8 4.246 1.4 S.6
2 31 4
2.847 1.4 4.21.4 5.6
21 3 4
2.3 6.948 9.2 4.6 2.3
4 3 2 1
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ItemNo. on Weighting of
Score for each item
each itemInstrument (C)
49 2.1 6.3 2.18.4 4.2score:
3 2 1scale: 4
50 2.1 8.4 6.3 2.14.2
4 23 1
51 4.41.1 3.3 2.2 1.1
4 3 2 1
0.9 2.70.9 1.8 3.652
1 2 3 4
5.6 4.2 2.8 1.41.453
4 3 2 1
1.4 2.8 5.61.4 4.254
1 2 43
9.22.3 6.9 2.34.655
4 3 2 1
3.6 2.70.9 1.8 0.956
4 3 2 1




2.3 2.3 4.659 9.26.9
1 2 43
2.1 2.1 4.260 6.3 8.4
1 2 3 4
Summary of the Ratings of the 2 Experts
for Instrument (A), (B) and (C)
Appendix 12
Computation of Minimum Passing Score for
Instrument (A)- Testing of Knowledge



















































Computation of Minimum Passing Score for
Instrument (B)- Testing of Skill



















































Computation of Minimum Passing Score for
























































Guidelines for Analyzing Documents and
Interviews for Focus 2
Objective
To assess the match between the Programme as Implemented
and the Programme as Planned.
The future report on Programme Implementation should contain
the following:
Background and Context of the Programme
A. The Programme's setting:
Where and when has the Programme been implemented?
B. The origins of the Programme:
How did the Programme get started?
How were the needs of the trainees identified?
Any surveydata collection involved? What were the results?
Were opinions of other concerned parties, e.g. principals,
social workers, solicited? What were these opinions?
What specific needs guided the direction of the Programme?
What priorities were determined? How? How were these needs
translated into goals or objectives for the Programme?
C. Goals of the Programme:
What was the Programme designed to accomplish?
What goals or objectives were set?
How were they set and by whom?
Did staff use the established needs or priorities (as in B)
as the basis to develop objectives?
Attach a list of goals and objectives underlying the
Programme.
D. Historical background:
Did the Programme exist prior to the time period covered in
the present report? When did it originate?
Was it known by the same title as the present Programme?
What evidence of previous success or failure can be provided?
If the Programme is a modification of a previously existing
Programme, have the characteristics of the participants
changed?
Have the characteristics of the Programme changed?
Whose idea was it to implement this particular form of
Programme?
How did the idea develop to the point of a completed Programme?
Who motivated the Programme development?
Who designed, developed, or choose it? By what authority?
Were there problems encountered in gaining acceptance of the
Programme? What were these? How were these solved so that
the Programme could be introduced?
E. The Programme's target group:
For what type of trainees is the Programme appropriate?
How many participants have been served by the Programme
during the evaluation?
On what basis have participants been selected for the Programme?
How were criteria, if any, determined?
Are the proper people receiving the Programme's services?
Are participants to remain in the Programme for its duration?
If not, what criteria determine the time of their entrance
or exit?
Are there people who should be receiving the training from the
Programme but are not selected to this particular Programme?
If so, why not?
How many trainees per class?
What are the background, qualifications or experience
characteristics of the trainees?
F. Programme personnel:
What kinds and numbers of personnel took part in the Programme?
How best can their roles be described? Administrative,
lecturers, fieldwork teachers, supportive staff?
(Attach a list of job descriptions and an organizational chart)
Are staff members (from the Education Department and the
Social Welfare Department) required to have special
backgrounds or credentials? Do they have any?
What procedures were used for selecting the staff?
Were any of these staff to receive training in connection with
the Programme? Did they?
What special problems have been dealt with in recruiting or
maintaining the staff?
How much time do people in each staff role devote to responsibilities
connected with the Programme? Is there any difference in this
aspect before and after the Programme implementation?
As the Programme evolved, have certain job roles dropped out?
Were some roles changed or others added? Why?
How were a. guest lecturers, b. field teachers recruited?
Any special backgrounds or credentials?
What were the procedures used for selecting them?
What special problems have been dealt with in recruiting
or maintaining them?
G. Administrative arrangements:
How is the Programme administered?
What offices or roles have been created or expanded?
Does this represent a departure from the usual practice?
What people fill chief administrative positions?
Has the administrative staffing of the Programme remained
fairly stable throughout, or has there been job shifting? Why?
Were a. lecturers, b. field teachers co-ordinated in order
to meet Programme objectives? How? Through whom?
Through what meansactivities? If there were none, why not?
H. Budget:
What has been the total cost of implementing this Programme?
WTiat are the major cost items?
From what sources have Programme funds been obtained?
Can we show a breakdwon by broad categories and amounts
of the total costs of the Programme? e.g. what are the
costs of acquiring, maintaining and operating the
Programme plan? What has been the cost of developing
materials? Of providing support services?
Of disseminating information about the Programme?
What were the salaries of various personnel categories?
What is the per trainee cost of the Programme?
What formula has been used for computing this figure?
I. General description of the crucial features of the Programme
as planned
What does the Programme plan say the Programme is supposed
to look like? How much variation does it allow?
(outline of the major activities engaged in, the person
responsible for implementation, the target participants
in each activity, the objective of each activity).
What is the rationale underlying the Programme?
Why do the Programme planners feel that the various
programme activities selected will lead to the
achievement of the Programme goals?
How were the contents sequenced? Why so sequenced?
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To what extent were the sponsoring departments' views
taken into account?
To what extent were the background of the trainees
taken into account? e.g. their qualification as
trained teachers?
What provisions have been made for periodic review of
the Programme. How often should it occur?
Are reviews done internally or do they include outside
assistance? What techniques are used to monitor and/or
modify Programme operations on a day-to-day basis?
What planning or problem solving meetings occur to help
remedy the Programme problems or to share Programme successes?
What decisions are made on the basis of review and/or on
Programme weaknesses or strengths?
Description of the Implementation Evaluation Selection of Programme
Characteristics to Examine and Choice of Implementation Measure
A. Focus of the implementation evaluation:
Primarily conducted for formative or summative purposes?
Who are the audiences of the report?
From what point of view is the implementation study being
undertaken?
Are there any restrictions, constraints of resources or other
limitations influencing the course and direction of the study?
Are there particular issues that will not be addressed?
Why not?
What is the schedule taken? How much time devoted to each
activity? Are the content sequence implemented as planned?
Which critical Programme characteristics have been chosen to
concentrate on? Why? Because of their sheer weight to the
Programme? Described as important by the staff? By the
frequency of citation in the Programme plan? By its
budgetary and other resource allocation?
Range of measures and date collecting
That types of instruments have been chosen to use as
sources of data Informal methods/formal methods/a combination?
What data collection procedures were used?
To whom were the instruments administored?
How were they chosen? What limitations were there in the sampling?
B.
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Results of Measures and Discussion of Programme Implementation
A. Overview and general considerations:
What is the period of time covered by the report?
In general, does the Programme that has been delivered
resemble the one that was intended? If not, what has
happened?
Has the Programme been delivered to the target group as
intended? If not, why not?
Have any crucial activities occurred? What impact do
these have on the Programme?
. Specific findings and conclusions
For each different activity which has been chosen as critical
features to be studied, the following questions should be considered:
Do the activities seem to fit the Programme's objectives?
In what activities have participants in the Programme taken
part? To what extent?
What do the critical features look like in practice?
Any available findings to support? (Interview findings
from lecturers, findings from questionnaires administered
to trainees, handouts )
Evidence that the activities were interesting to both
lecturers and trainees?
How are trainees grouped for various Programme activities: Why?
What specific and routine procedures do teachers or other
Programme implementors follow? e.g. using English as a
medium of instruction?
What amount and kinds of practice are provided for trainees
in the Programme? (include description of such practice here).
Do trainees receive feedback on their individual progress?
If so, how?
Were feedback given to the sponsoring departments? If so, how?
What special provisions have been made for motivating trainees?
Were these a planned part of the Programme?
Do a. the co-ordinators and relevant staff concerned
b. the teachers (lecturers and field teachers)
c. the trainees
feel that the Programme as it appears could be improved were
it to be modified or run for a longer period of time?
Is there evidence to support such points of view?
What conclusions about quality or extent of Programme
implementation can one draw from the results?
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List of Information Provided for the
Panelists for Focus 3
Task: To design a three-month pre-service Training Programme for
Student Guidance Officers
Given:
To equip the SGOs with the knowledge and skillObjectives: a.
on personal guidance, educational guidance and
vocational guidance so that they may discharge
their duties as a SGO competently.
To assist the SGO to cultivate a sense ofb.
identity and conviction for the SGO service.
Functions of the SGO- Appendix 1
Operationalized duties of a SGO- Appendix 2
Target trainee: 40- 50
profile of those trained in 1980-- Appendix 3
profile of those trained in March 1981- Appendix 4




Chart to Record Panelists' Suggestions for Focus 3
A 3-month Pre-service 'Training Programme
for 40-50 Student Guidance Officers
Teaching activitiesCourse content (this may
include knowledge, skill No. of (these include lectures Sequencing
Remarks
and attitude input) or any other teachinghours order
strategies)
Appendix 16
Scores of Individual Trainees on Instrument (A),





CASE 1 ATTD 1
Post-test results
VDO 1 CASE 2 ATTD 2 VDO 2
Follow-up Test results







































































































































































































































































































































































































Me_cc 64.11 71.25 32.56 67.73 71.51 37.83 57.55 71.15 41.54
———. —t t
CASE refers to case referral S study, ATTD refers to attitude scale and
VDO refers to video-tape tuue scale and
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with n 1 degrees of freedom
NB Comparing the test pairs, the earlier pair is testl, i.e.
pre-test/post-test, the later pair is test2,
i.e. post-test/follow-up test.
n= no. of pairs
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Appendix 17
Job Descriptions of the Major Personnel Involved
I. Course Co-ordinator (Social Welfare Officer)- Social Welfare Department
A. Overall Course Co-ordination
1. To be responsible for the overall co-ordination and
organizing of the pre-service course for 40-SO SGOs
2. To oversee the administrative aspect of the course
3. To liaise with the Education Department and related
personnel for the arrangement of the course
4. To design and set up the time schedule of the course
S. To monitor and review the progress of the course
6. To arrange for the provision of physical resources,
such as classroom, equipment, etc. for the course
7. To supervise and co-ordinate manpower resources
8. To evaluate the course and write an evaluation report.
B. Field Work Co-ordination
1. To arrange pre-training attachment and fieldwork placement
in primary schools in consultation with the Education
Department
2. To liaise with liaison officer of the Education Department
with regard to the arrangement and progress of fieldwork
placement
3. To co-ordinate and deal with difficulties in fieldwork placement,
in consultation with the Education Department
4. To evaluate pre-training attachment and fieldwork placement
in the whole course, in consultation with the Education
Department.
C. Social Work Input Co-ordination
1. To be responsible for the input of social work content
of the course, i.e. 70 hours of lecture item
2. To explore, invite and liaise with guest speakers
related to social work input of the course
3. To arrange visits of observation to the Social Welfare
Department and voluntary agencies services
4. To evaluate the social work input of the course.
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D. Other Connected Duties
1. To design and co-ordinate integrative projects/seminars
2. To organize and co-ordinate group discussions
3. To design and co-ordinate resource catalogue sessions
4. To evaluate integrative projects, group discussions and
sessions on resource catalogue
S. To deal with learning problems of the SGOs in the course
in consultation with the Education Department.
II. A. Assistant Course Co-ordinator (Assistant Social Welfare Officer)
Social Welfare Department
1. To assist the course co-ordinator in the co-ordination and
evaluation of the course
2. To assist the course co-ordinator in the co-ordination of
pre-training attachment and fieldwork placement
3. To assist in arrangement for and lead SGOs in observational
visits
4. To conduct integrative projects, group discussions and
assist in resource catalogue
5. To assist the course co-ordinator in social work input
in the course by exploring, inviting, liaising with
guest speakers and sitting-in lecturers if required
6. To take up any other duties assigned by the course
co-ordinator.
B. Assistant Course Co-ordinator (Assistant Inspector)
Education Department
To take up or to make appropriate personnel arrangement within
the Education Department so that the following duties could be
carried out for the running of the training course:
1. To be responsible for the input on educational guidance
and counselling and the understanding of human behaviour
content in the course, i.e. 53 hours
2. To set up time schedule of the Education Department input
in consultation with the course co-ordinator
3. To arrange for observational visits to the Education
Department services
4. To evaluate Education Department input in the course in
consultation with the course co-ordinator
S. To arrange pre-training attachment and fieldwork placement
in primary schools in consultation with the course
co-ordinator
230
6. To conduct integrative projects, group discussions and
assist in resource catalogue
7. To invite, explore and liaise with guest speakers
related to the Education Department input, and sitting-in
lecturers when required
8. To take up teaching duties related to the hduca.tion
Department input as required
9. To assist the course co-ordinator in the co-ordination
and evaluation of the fieldwork placement
10. To provide secretarial and clerical support in
administration of the course, such as stationery,
equipment, facilities and preparing reports and
statistics in the course
11. To take up any other related duties as required as
appropriate.
III. Part-time Fieldwork Supervisors
In order to help the trainees to acquire some skills and
techniques in discharging their duties, the SGO trainees would
be arranged for fieldwork placement. Due to the scarcity of
manpower with the Social Welfare Department, the provision of
fieldwork supervisors was not possible. Thus as an ideal
alternative, part-time fieldwork supervisors were to be hired.
A total of 25 of such supervisors will be required and their
main duty was to conduct individual supervision sessions with
specific trainees in regard to the latter's handling of cases
during fieldwork placement. As these supervisors might have
full-time employment during the day, supervisory sessions might
have to be held outside normal office hours.
IV. Role of the Serving SGOs at the Pre-training Attachment
1. To serve as a person of contact and to give advice
to the trainees on administrative matters, e.g.
filing procedures
2. To select cases for the trainees to read, this was
based on the check-list in Appendix 19
3. To provide opportunities for trainees to play a
participant-observer role, e.g. bring them along
during home visits, allow them to participate
in group activities if possible.
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Detailed Syllabus of the Training Programme as Planned
Department responsible
for liaison, organ-I. Classroom Teaching Content
ization and input
Understanding Human Behaviour
Education DepartmentA. Human Growth and Behaviour
4 hours1.1 Physical, intellectual, social
and emotional aspects from birth
to adolescence
21.2 The responsibilities of parents
in child growth
21.3 Defence mechanism of parents and
children
21.4 Psychology of learning: learning
and reinforcement theories
Education DepartmentB. Common Learning and Behaviour Problems of
School Children/Causes of Learning
Difficulties and Behaviour Problems
Methods of Helping Children with these
Problems
11.5 Under--achievement
11.6 Specific learning difficulties
21.7 Mental retardation
41.8 Common behavioural problems of
school children
21.9 Common psychiatric problems
21.10 Psychological testing
2. Understanding the Role and Function of SGO
. The Service
2.1 Personal social work among young
people
I2.1.1 Philosophy and objective
of SGO service
12.1.2 School social work







Social Welfare Dept.B. Administration
32.2 Ground work preparation
12.3 Use of forms, procedures, office
routine
22.4 Case recording
22.5 Writing case summary
42.6 Referrals (when and where to refer,
preparation of referrals, liaison with
voluntary agencies, preparation of
clients, writing of referrals)
C. Programme and Activities
22.7 Planning and implementation of mass
programmes (data collection,
identification of need, planning,
implementation)
42.7.1 Programme planning
22.7.2 Planning FLE programme
2.8 Organizing outdoor and group activities
32.9 Working with group, group dynamics and
process
D. Techniques, Skill and Professional Knolwedge
Social Work Knowledge
2.1.0 Basic values, assumptions and principles
of social work practice
22.10.1 Social work values and
assumptions
1.2.10.2 Ethics in social work
22.10.3 Social work practice
2.11 Social work and the school system
12.11.1 SGO in the school system





2.12 The helping process
2.12.1 Identifying problem and
data collection
52.12.2 Problem analysis
2.12.3 Engagement of client in
planning and implementation
2.12.4 Termination and evaluation
2.13 Skill
22.13.1 Basic concepts in
communication
32.13.2 Worker-client relationship




22.13.6 Communication with children
and parents
E. Educational Guidance Counselling
22.14 Basic values and attitudes in
guidance and counselling (counsellor
characteristics and functions,
guidance in education setting)
42.15 Basic counselling approaches and skills
(illustration of approaches by
assignment, case and discussion)
22.16 Basic concepts in vocational
guidance (for both parents and students)
32.17 Development of self-awareness
Remark
Social work knowledge emphasizes on
skill and techniques while educational guidance






Social Welfare Dept.3. Understanding Social Problems and
Community Resources
3.1 Social welfare services in Hong Kong
and complementary role of voluntary
agencies and Social Welfare Department
2- lecture
3.2 Family services in Hong Kong
13.2.1 Lecture on services provision
3.2.2 Visit to a family services centre
to understand intake process,
working procedures, etc.
3.3 Child welfare and protection of children
13.3.1 Lecture and child welfare
protection of children
3.3.2 Visit to a children's home
3.4 Introduction of social security
services provided by Social Welfare Department
13.4.1 Lecture on proverty, human right
3.4.2 Visit to a Social Security Field
Unit for the understanding of Public
Assistance System, eligibility, etc.
3.5 Introduction on youth and recreational
services
23.5.1 Panel talk on: playleadership
and outreaching schemes






3.6 Introudction on probation and
correctional services
23.6.1 Lecture on juvenile del.iquency
as a social problem
13.6.2 Lecture on triad society
3.6.3 Visits to juvenile court and.
correctional institutions of
Social Welfare Department and
voluntary agencies
Introduction on medical and health3.7
services (Visits to Medical Social Service
Section and Health Education Centre)
3.8 Introudction of rehabilitation
13.8.1 Lecture on rehabilitation
services for mentally and
physically disabled persons
3.8.2 Visits to J.F. Kennedy Centre/
Kai Chi Children's Centre
3.9 Introuduction on labour service
13.9.1 Lecture on labour service
and child labour
3.9.2 Visit to an Industrial
Training Centre
3.10 Housing
(Visit to Housing Department, Headquarter)
4. Understanding Education Provision in
Hong Kong
4.1 Knowledge of school system in Hong Kong
24.1.1 Types of school
.14.1.2 Pre-vocational school
14.1.3 Technical school
14.1.4 Evening full course







24.2 School. allocation system
14.3 Compulsory Education ordinance
4.4 Special education services
:1.4.4.1 Screening services in primary
school
4.4.2 Psychological services for 1
schools
14.4.3 Speech therapy services for
schools
14.4.4 Education of maladjusted children
24.4.5 Education of slow-learning and
mentally handicapped children
14.4.6 Education of blind and partially
sighted children
14.4.7 Education of deaf and partially
hearing children
14.4.8 Education of physically
handicapped children
4.4.9 Visit to special education
services centres
4.4.10 Visit to special schools
II. Pre-training attachment in both government and Education Dept.
2 weeksaided primary schools
III. Fieldwork practice in both government and Social Welfare Dept.
16 daysaided primary schools
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Appendix 19
Detailed Description of the Various Training Activities
Involved in the 1980 Training Programme
Pre-training Attachment
Objective
1. To enable the trainees to have an initial exposure to SGO's duties,
routine procedure and the school setting so that they would have a
better participation in the training course.
Arrangements
1. Two trainees would be attached to one experienced SGO in schools.
2. The objectives and arrangements of the pre-training attachment would
be briefed to the trainees on 15.9.80.
3. The duration of pre-training attachment would be 8 days, from
15.9.80 to 26.9.80.
4. A checklist is devised to ensure that the trainees would have a
comprehensive exposure to the SGO's duties. It would be despatched
to both the trainees and the experienced SGO.
Checklist:
a. To study cases of various nature
b. To study manual of procedure
c. To observe the process of home visits, interviews, group
sessions and mass programmes
d. To familiarize themselves with the administrative procedure,
use of forms and record keeping
e. To meet the principal, teachers and parents
f. To participate in school's activities, e.g. staff meeting, assembly
g. To attend SGO's meeting
h. To record their thoughts and feelings during the attachment on
a log-book which would serve as a basis for future discussions
S. A two-hour session for group discussion would be arranged in the
Friday afternoon of the 2nd week. The purpose is to clear the
trainees' doubts about their observation of SGO's duties and to
evaluate the pre-training attachment.
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Tasks for the Co-ordinators
1. To select suitable experienced SGOs to which the trainees would
be attached not only during pre-training attachment but also
during the fieldwork placement.
2. To match trainees with experienced SGOs.
3. To arrange a briefing meeting witn the experiences uus, uuiliig
which, the checklist would be despatched to make sure that trainees
would be given a comprehensive exposure to the duties of SGO
(tile meeting is tentatively arranged on 10.9.80 at 2.00 p.m.)
Guidelines for Choosing Schools for Placement
1. Schools in urban areas so that co-ordination Dy course co-orainatol
and SGO concerned would not be too inconvenient.
2. Schools served by SGOs who were considered comparatively more
capable of taking a supervisory role.
3. Schools with convenient physical facilities to accommodate
two extra SGOs at one time.
Fieldwork Placement
Objectives
1. To help the trainees to acquire the skills and techniques and
to familiarize themselves with working procedure in discharging
his duties
2. To help the trainees to integrate theories and practice
3. To enhance the trainees' awareness of their new identity as SGOs.
Arrangements
1. Time and duration- from the 6th week to the 13th week on
Tuesdays and Thursdays.
2. Supervision- SGOs would be supervised by part-time field-supervisor
a. One part-time field supervisor provides consultation to two trainees
b. One hour/week consultative session for each trainee on Saturday
mornings, weekday eveningsor any other time as mutually agreed
by the supervisors and trainees
c. A briefing session for the part-time supervisors before the
placement starts
The trainees would be attached to the same experienced
SGOs in the schools at the ratio for two to one as in the
pre-training.attachment.
239
3. Selection of cases- the trainees would take up 2 to 3 cases which
are to be assigned by the Assistant Inspectors of Education Department.
4. Fieldwork co-ordination- the Assistant Co-ordinator would visit
and contact the trainees, part-time fieldwork supervisors.
Common problems and difficulties encountered by the trainees
would be brought up in the group discussion sessions.
S. Evaluation- the fieldwork supervisors would discuss personally
with the trainees regarding their performance at the end of placement
and there would be no written evaluation report.
Tasks by the Co-ordinators
1. Selection of suitable schools for placement.
2. Selection of suitable cases for trainees, cases should be ready
for the trainees at the beginning of the placement.
3. Arranging briefing sessions for part-time fieldwork supervisors.
4. Assistant co-ordinator would pay visits to theschools to provide
consultation to the trainees.
Group Discussion
Objectives
1. To help the trainees to integrate theories and practice
2. To provide the trainees a chance to share the common problems
and difficulties encountered in pre-training attachment, fieldwork
placement and classroom teaching.
Arrangements
1. The trainees would be divided into two or more groups, depending
on the number of available staff.
2. Both structured and free-flowing group discussions would be held.
3. Group discussion sessions would be run in various for.nr, namely:
case conference (inviting Student Guidance Consulting rind
Receiving Officer and/or SGO as resource persons), discussion on films,
articles and on the common difficulties encountered by the trainees
during their fieldwork placement.
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4. There would be a total of 7 two-hour sessions, all except the first
one are held at the afternoon session (2:00- 4:15 p.m.) on
Fridaysstarting from the 7th week to the 12th week. The first group
discussion would be held in the Friday afternoon of the 2nd week,
immediately after the pre-training attachment. This session has the
specific objectives of:
a. Clearing the trainees' doubts about their experience in the
pre-training attachment and
b. evaluating the pre-training attachment.
Tasks by the Co-ordinators
1. To book two or more (depending on the number of groups) small-size
classrooms for holding group discussions.
1. To prepare relevant tilms, articies drra Lyj-)1eui uses.
3. The assistant co-ordinator would try to tind out the common
difficulties encountered by the trainees in the fieldwork placement
during his visits to the schools.
Resource Catalogue
Obj ective
1. To make use of the materials obtained from the observational visits
to build up a resource file for future use.
Arrangements
1. There would be an one-hour briefing session on preparation for
resource catalogue (3:15 - 4:15 p.m. on 2.10.80).
2. There would be an one-hour session for resource catalogue for each
visit, i.e, a total of 13 sessions for the 13 observational visits.
3. The trainees would be divided into two groups and the membership
of these groups should be the same for observational. visits.
4. Based ontheir observation and materials acquired during the visits,
the trainees would compile a report for each visit, the trainees
in each group would be responsible for the writing up of report
for each visit.
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S. The reports on tnese visits would be put on exhibition boards at
the closing ceremony of the training programme.
Tasks by Co-ordinators
1. To prepare a guideline for writing up reports on observational
visits.
2. To prepare stationery, file jackets etc. which would be needed
in compiling the resource files.
Observational Visit
Objective
1. To familiarize with community resoures and the procedure of
making use of these resources.
Arrangements
1. The trainees would be divided into two groups and led by staff,
for most visits, the two groups would visit different places.
2. There would be an one-hour session on preparation for observational
visit (crhri1e at 11:30 - 12 :30 p.m. on 1. 10.80).










Visit to children's home2:00-9.10.804th3
Po Leung Kuk,4:15 pm
St. Christopher's Home
Visit to Juvenile Court9:00-14.10.805th4
SPKJC/CBJC12:30 pm
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RemarksPlaces of VisitsWeek Date Time
Visit to correctional homes16.10.80 2:00-5th
5 SWD: BRBH4:1S pm
VA: Chak Yan Centre
Visit to rehabilitation2:00-6th6 22.10.80
centre4:15 pm
SWD: Kai. Chi Training
Centre
VA: John. F. Kennedy
Centre
Visit to social security27. 10.80 2:00-7th7
field Unit4: 15 pin
SBSSPU/WCSSPU/CLXIO/
TAVA
Visit to Medical Health9 2:00-3.11.808th
Education Centre and4:15 pm
MSW Section
2:00-10.11.809th9 Visit to Industrial
Training Centres4: 15 pm
Textile/building
Visit to the headquarters2:00-17.11 .8010th10
of the Housing Dept.4: 15 pm
EveningVisit to C E Y Centre7:00-24.1.1.8011th11
SWD:9:00 pm
VA
2:00-1.1.2.8012th12 Visit to pro-vocational
school4: 15 pm
Visit to special school/2:00-8.12.8013th13
technical institutes4: 15 pm
Tasks by Co-ordinators
1. To arrange transportation.
2. To contact government departments/institutions to be visited,





1. To help the trainees to assimilate and integrate the theoretical
approaches taught in the educational guidance and counselling part
with the skill and techniques taught in the social work knowledge part.
2. To help the trainees to integrate classroom learning and
fieldwork practice.
Arrangements
1. The trainees would be divided into two or more groups, depending on
the number of available staff. In principle, the grouping should
remain the same throughout the course so that cooperating among group
members could be effective.
2. There would be an one-hour preparatory session for the debate and
five 2-hour sessions for integrative project/seminar/debate, the
schedule is as follows:
Date Topics FormWeek Time Remarks
2.10.80 Preparation2:00-3rd
for debate3:00 pm
8.10.80 Motion:4th 2:00- IDebato




29.10.80 2:00- The values of Seminaz7th
social work4: 15 pm
and teaching
professions













3. Other than the debate, there would be no preparatory sessions set
aside for the integrative seminars, trainees are expected to do the
preparatory work for the next one at the end of each seminar.
Task by the Co-ordinators
1. To prepare relevant materials for the debatesand seminars.
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!EIcri c]_i _x_ 2 (1
Pre-service 'I'ra1n ing course for Sms
Weekly Evaluation Form by Trainees
/80 - /80)
It would be helpful to us if you would kindly fill in this form.
Your feedback (e. g. impressions, feelings, opinions, suggestions, etc.)
will assist us in the planning of future courses.
You are not required to put down your name on this evaluation form.
You may write in either English or Chinese. 'T'hank you.
I. Physical Arrangement






D. Any other comments
II. Method of Teaching
Comment Very Fairly Not
















III. Course Content (13th Week)
I he degree of enriching your knowledge/skills:














Pre-service Training Course for Student Guidance Officers
Form for Overall Evaluation by Trainees
It would be helpful to us if you would kindly fill in this
evaluation form. Your feedback (e.g. impressions, feelings, opinions,
suggestions, etc.) will assist us in the better planning of future course.
Please "tick" against the appropriate box for your reply. In order to gather
more valid comments for future reference, please elaborate your evaluative
comments as far as possible.
You are not required to put down your name on this evaluation
form. Thank you.
1. Before joing the Training Course, how much do you know about
Student Guidance Service?
A very clear understanding on Student Guidance Service
Partial understanding of its activities
Some disconnected notions of Student Guidance Service
No ideas at all







2. Comments on the organization of the course
A. Duration (13 training weeks)
Too long Appropriate Too short
Other comments
B. Sequence of the 'training activities
(i.e. Attachment programme- 1st and 2nd week,
Classroom teaching- 3rd to 13th week,
+ Observational visits+ Integrative Seminars etc.,











Satisfactorysatisfactory tnls atis factory unsatisfactory
Other comments




2493. Methods of Instruction
To what extent the objectives of the following methods of
teaching have been attained?
Methods of
Obi ectives Vc ry Much RemarksNoneteaching LittlcItinuch
Visit of To get familiarize with community
Observation resources and the procedure of
making use of these resources,
Resource To make use of the materials
Catalogue obtained from the observational
visits to build up a resource
file for future use.
To help the trainees to a.ssimu-Integrative
Seminar late and integrate the theore-
tical approaches taught in the
educational. guidance and counsel-
ling part with the skills and
techniques taught in the social
work knowledge part
To help the trainees to integrate
classroom learning and fieldwork
practice.
To help the trainees to integrateGroup
Exercise/ theories and practice
To provide the trainees a chanceDiscussion
to share the common problems and
difficulties encountered in pre-
training attachment, fieldwork
placement and classroom teaching.
Case Study To help the trainees in diagno-
sing cases and making treatment
plans to clarify their views
and to see the total situation
more clearly as the result of
group discussion.
To enable trainees to developRole Play
insights into cause and effect
relationships as well as into
their own and others' feelings
Attachment To enable the trainees to have
Programme an initial exposure to SGO's
duties, routine procedure and
the school setting so that they
would have a better participation
in the training course.
To help the trainees to acquireFieldwor
the skills and techniques and toPlacemen
familiarize themselves with the
working procedure in discharging
his duties.
To help the trainees to integrate
theories and practice.
To enhance the trainees' aware-
ness of their new.identity as SGO,
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4. Course Content
A. The degree of enriching your knowledge/skills
Very Somewhat Very
-Evaluation
Adequate inadequate Remarksadequate inadequateArea of learning
Understanding Human
Behaviour
- human growth and
development
- common learning and.
behaviour problems of
school children, causes,
methods of helping them
Techniques, skills and
professional knowledge


























Provision in Hong Kong








B. Suggestions for including other topic(s) to the course
ZeasonTopic (s)
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C. Suggestions for cancellation of topic(s) from the course
ReasonTopic(s)
D. Do you think adequate time has been devoted to each of the following areas
of learning? (The total no. of lectures: 122 hours)
VeryEvaluation No. of i Somewhat VeryI




- human growth and
development
- common learning and
behaviour problems of
school children,causes,
methods of helping them
64Techniques, skills and
professional knowledge


























Provision in Hong Kong













6. Do you think the Training Course is effective in achieving the following
objectives:
A. To equip the Student Guidance Officers with knowledge and skills
on personal guidance, educational gudiance and vocational guidance





B. To assist the SGOs to cultivate a sense of identity and conviction
for the SGOs service.
a. Your interest in being a Student Guidance Officer by the




b. The extent of your understanding on the role di.fferentation of





c. Do you think that being a Student Guidance Officer is a
worthwhile job?
Somewhat not worthwhileVery
not worthwhilfWorthwhile at allworthwhile
Other comments
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1. Introduction to Pre-service Training Course for the SGOs
2. Pre-training attachment (Checklist on SGOs duties)
3. Objective of fieldwork placement
4. Arrangement of fieldwork placement
a. matching of supervisor and supervisee
b. time for supervision session
c. place for supervision session
d. work assignments
i. 2 - 3 cases selected by experienced SGOs supervisors
are responsible for advising on suitability of these cases
ii. group activities (optional)
5. Role of part-time fieldwork supervisors
6. Fieldwork co-ordination by course staff
7. Matched list of course participants, and fieldwork supervisors
8. Matching with course participants in Room 206
a. knowing each other fieldwork supervisor and course participants
b. arrangement for first supervisory session
9. Verbal evaluation with supervisees in the last supervisory session.
Arrangement for payment of honorarium.
Briefing on Task Undertaken by Fieldwork Supervisors:
1. Required to supervise two students (SGOs)
2. Conduct one hour individual supervision/week+ 2 hour for
preparation (studying case file etc.)
3. Honorarium $45/hr.
Weekly honorarium $135
4. Time/place of supervision will be arranged by fieldwork
supervisor and trainee individually.
In principle supervision should take place after office hours/
Saturday mornings at the supervisor's office.
5. Duration of fieldwork placement:
SGOs will station at schools on Tuesdays Thursdays
i.e. (1 hr x 2 SGO hr. x 2 SGO) = 3 hrs /week
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Functions of the Student Guidance Officer
To Provide Personal GuidanceI.
To receive from teachers cases with the following presenting
problem:- non-attendance, peer relationship (e.g. fighting,
bullying), minor destruction of property, disobedience,
disturbance in classroom, forged signature, stealing, lying,
academic under-achievement, difficulties in school work, shyness,
symptoms of withdrawal, personal hygiene, and speech/hearing/
sight or other physical defects.
Having received these cases, the student guidance officers
are to tackle them in the following ways:
1. Interview pupils and visit/contact families of related
persons in order to assess the underlying problems of
the pupils with or without the assistance of a Student
Guidance Consulting and Receiving Officer of Social
Wel fare Department/voluntary agencies or Education
Psychologist/Education Counsellor of Special Education
Section, Education Department.
2. Suggest referrals of complicated cases listed below to
Student Guidance Consulting and Receiving Officer of
Social Welfare Department/vo lt.inta ry agencies or to
Special Education Section, Education Department.
a. Court cases of boys/girls with behaviour problems,
unmarried mother, juvenile mendicants, child abuse
and cases of children in need of care and protection.
b. Financial hardship cases that require "short-term"
assistance.
c, housing problem cases that may require compassionate
recite or rehousing.
d. Cases of marital conflict and/or child dispute.
e. cases having familial relaationship problem.
f. Cases involving girls/boys having behaviour/emotional
probl ems.
g. Cases of parents who have personal problems or who are
unmotivated in attending to the needs of their children.
h. Cases having sight/hearing/speech or other physical
defects, adjustment problems or suspected mentality
problems.
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3. Handle pupils with underlying problems of a simple nature
and within the capacity of a SGO in the following manner
a. to assist the parents in understanding the needs
of their child
b. to encourage and advise the parents to perform
adequate parental roles
c. to extend concern for the child to enhance his/her
learning interests/self esteem/social functioning
d. to guide the child to establish good social/learning/
daily living habits
e. to assist the child/parent to be aware of school
regulations
f, to encourage and assist the child/parent to accept
and utilize the service provided by Special Education
Section, Education Department
g. to mobilize community resources
h. to liaise with school staff.
4. To liaise with Student Gudiance Consulting and Receiving
Officer of Social Welfare Department/voluntary agencies
or Special Education Section, Education Department for
counselling on family problems or complicated personal
problems and to assist by observing those cases'
progress in school.
5. To provide aftercare follow-up services to cases whose
major and difficult problems have been resolved by
social workers, Student Guidance Consulting and Receiving
Officers of Social Welfare Department/voluntary agencies
or Special Education Section, Education Department.
II. To Provide Educational Guidance
Encourage and advise pupils and parents on educational
opportunities of. pupils and assist pupils in making use of their
abilities and aptitudes individually or by conducting group/mass
programmes.
III. To Provide Vocational Guidance
Organize programmes to promote and develop vocational
awareness and an appreciation of the significance of various
jobs in the community and to assist pupils in broadening their
knowledge of job opportunities and in understanding the
significance of interests, capabilities and values in the career
process.
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IV. To Organize Preventive Programmes
To organize educational programmes that are conducive to
the establishment and development of desirable, socially acceptable
attitudes and habits, good human relationship, moral conduct
and responsibility to society.
V. To Minimize Prematurc Dropping out of School Chidren by :
1. Checking attcndanccs in primary schools covered by the
student guidance scheme, and locate suspected cases
of drop-out and bring them back to school.
2. Conducting preliminary investigations on primary school
leavers who are within the compulsory educational. age
limit and have not reported to schools allocated to them.
Comparison Between Training Programme, September, 1980,
Training Programme, September, 198, and
Induction Course, 1980
Training Programme, September 19 SO
Content No. ofhours
:der?tar.ding Human Behaviour
Human Growth and Developmentdk
1.1 Physical, intellectual, social
and emotional aspects from
birth to adolescence
1.2 The responsibilities of
parents in child growth
1.5 Defence mechanism of
parents and children
1.4 Psycho logy of learning:
learning and reinforcement
the cries
Cc—-~r. Learning and Behaviour
Pri' 1 5 of SchooI Chi 1 dren
Cause of Learning Pi fficul ties
and Behaviour Problem; Methods
o: Helping Children with these
PrZZ
1.5 Under-achievement
1.6 Specific learning difficulties
1.7 Mental retardation
1.8 Common behavioural problems
of school children












Training Programme, September 1978
Content No. of Responsible
hours department
- Understanding of self and human
behaviour
- Film show Under the Roof and
group discussion
- Understanding basic human needs
- Human growth and development
- Film show and discussion on








Common learning and behaviour
problem of school children
Group discussion (Special
Education and Social Welfare
Department)




Content No. of Responsible
hours department
iraining Programme, September 19S0
Content No, ofhours
:rs tending the Role and Function
The Service
2.1 Personal Social Work Among
Young People
2.1.1 Philosophy 5 objective
of SCO service
2.1.2 School social work
2.1.3 Role 8 expectation
of SCO
B. idnin:g trat ion
2.2 Group work preparation
2.3 Use of forns, procedures,
office routine
2.4 Case recording
2.5 Writing case summary
2.6 Referrals (when and where













Slide show to introduce school
social work
Role of school social work
(group discussion)
Slide show, group discussion
Role of SCO in the guiding
service
Talk by Head of School on school
social work service in schools
Panel preparation for initial
contacts to headmaster, teachers,
pupils and parents




Guidelines for referring cases
Student appraisal: observation
and report writing and non-
test techniques
Training Programme, September 1978


















Content No. of Responsible
hours department
Personal social work among young people
Slide show on school social work









Training Programme, September 1980
Content No. ofhours
P ro gramme an d Activities
Z.7 Planning and Implementation
of Mass Programmes
2.7.1 Programme planning
2.7.2 Planning FLE programme
2.S Organizing outdoor group
activities
2.9 Working with group, group
dynamics and process
D. Technique, Skills and Professional
knowledge, Social Work Knowledge
2.10 Basic values, assumption
and principles of social
work practice
2.10.1 Social work values
and assumptions
2.10.2 Ethics in social work
2.10.3 Social work practice
2.11 Social work and the school
svs tern
.4
2.11.1 SGO in the school
sys tera










Training Programme. September 1978
Content No. of Responsible
hours department
- Panel- organizing mass programmes
and questions
15 Social Welfare Dept
- Working with pupils and parents
work values
- Social work practice: working










1 Social Wela re be
iraining Programme, September 19S
Content No. ofhours
2.12 The helping process
2.12.1 Identifying problem 5
cata collection
2.12.2 Problem analysis




























Training Programme, September 1978
Content No. of Responsible
hours department
Helping process 2 Social Welfare Dept.
Basic concept of communication
Worker-client relationship
Interviewing
How to appraise an interview
Home visit group discussion
Communicating with children








Content No. of Responsible
hours department
Problem identification, problem analysis
and problem solving in Drimarv srhnnl prr-ina
3% Social Welfare Der
Communication (film show) and discussion
- Preparation for seminar on working with
primary school students
• Film show Up, Up, Away and discussion
Interviewing individuals and families
Home visit












Educational Guidance and Counselling
2.14 Basic values and attitudes in 2
guidance and counselling
(counsellor characteristics
and functions, guidance in
education setting
2.15 Basic counselling approaches 4
and skills (illustration of
arnroaches bv assignment,
case and discussion)
2.16 Basic concepts in vocational 2
guidance (for both parents
and students)
2.17 Development of self-awareness
i dors tar, ding Social Problem and
i tv Pes purees
5.1 Social welfare services in 2
Hong Kong and complementary
role of voluntary-agencies({
Social Welfare Dept.- lecture
5.2 Family services in Hong Kong
3.2.1 Lecture on services 1
provision





Training Programme, September 1978.
Content No. of Responsible
hours department
Guidance in the education setting 2 Education Department
an introduction
Counselling: basic concepts 3
Counselling: attitudes 5 skills 3
Individual group counselling 2
Student counselling: character- 2.
istics of student counsellor
Student counselling: function 2
of the student counsellor
Vocational guidance: basic 3 Education Department
concepts (Special Education)
- Development of social welfare
services
- Social welfare services in Hong
Kong
- Purpose' 6 preparation for
observational visit
- How to write reports on
observational visit
- Role of voluntary agencies in
Hong Kong
- Functions of Hong Kong Council
of Social Service
- Talk by a voluntary agency-
The Family Planning Association
- Talk by a voluntary agency-
Hong Kong Catholic Marriage
Advice Council










Trirlnrtinn fmir cp 1 QP.H
Content No. of Responsible
hours ripnartmpRt
Panel presentation on community resources 2 Social Welfare[
Visit to a Family Services Centre








5.5 Child welfare and protection of
children
3.3.1 l.ecture on child welfare
protection of children
3.3.2 Visit to a children's home
5.4 Introduction on social security
services provided by Social
Welfare Department
5.4.1 Lecture on poverty,
human right





5.5 Intro 1 uction on youth and
recreational services
5.5.1 Panel talk on: community
and youth services
3.5.2 An evening visit to a




Visit to a Social Security Field
Unit (group discussion, writing
report)
Visit to a Community Centre
(group discussion, writing report)
Visit to a Probation OfficeHome
(group discussion, writing report)
Visit to a District Office of
Family Services Division (group
discussion, writing report)
Visit to a Rehabilitation Centre
(group discussion, writing report)
Visit to Hoking Wong Tech. Inst.,
. Kwun Tong Techn. Inst., Kwai Chung
Tech. Inst., Morrison Hill Techn.
Tn s t.
Talk on recreational facilities
programmes in Hong Kong
Visits to Hunghom Car Park Sports
Centre
Visits to Recreation Service
Scheme Offices Wing On Centre
International Building
Visits to Kwai Fong Youth Centre,
Ping Shek, Tai Kok Tsui
Sai Kung Outdoor Recreation Centre
Visits to Fuk Lai Youth Centre,

















Visit to a Boys' 5 Girls' Club Association
Centre
Visit to a Youth Centre %




5.6 Introduction of orobation and
correctional services
3.6.1 Lecture on juvenile
deliquency as a social
problem
5.6.2 Lecture on triad society





5.7 Introduction of medical and
health services (visits to
Medical Social Service Section
and Health Education Centre)
3.8 Introduction of rehabilitation
services
3.8.1 Lecture on rehabilitation
services for mentally and
physically disabled person





Training Porgrmame, September 1978
Content No. of Responsible
hours department
Talk by a voluntary agency- Hong
Kong Federation of Youth Group
Talk by a voluntary agency- Boys
and Girls' Club Association
Visits to Narcotics Bureau Museum
Talk on drug addiction
Talk on juvenile deliquency
Talk on triad activities in schoo
Visits to panel institutions










Content No. of Respcnsib
hours depart,men




3.9 Introduction of labour service
3.9.1 Lecture on labour service 2
and child labour (careers
guidance, apprentice
training)
3.9.2 Visits to an Industrial 2
Training Centre
5.10 Housing (visit to Housing Dept.
Headquarter)
Understanding Education Provision in
Hong Kongit—
4.1 Knowledge of school system
in Hong Kong
4.1.1 Types of school
4.1.2 Pre-vocational school
4.1.3 Technical school
4.1.4 Evening full course
4.1.5 Visits to pre-vocational
training school
4.2 School allocation system







Training Programme, September 1978
Content No. of Responsible
hours department
- Talk on control of employment of 2 Education Department
children and hours of work for
women and young persons in industry
(informal discussion)
- Visits to Construction Training 3
CentreClothing Training Centre
School system in Hong Kong 1
Talk on technical education
Allocation of schools 3
School allocation system 1
The work of the Area Inspectorate 1
with special reference to N.T.
Induction Course, 1980
Content No. of Respons
hours departrm
Training Programme, September 1980 Training programme, September 1978 Induction Course, 19S0
Content No. ofhours Content
No. of Responsible
hours department
Content No. of Responsible
hours department






















Education of blind and
partially sighted children




Visit to Special Education
Services Centre









Screening services in primary
schools
Psychological services for schools
Special Education Provision (Speech
Therapy Services) for schools
Education of maladjusted children
Education of mentally handicapped
Education of slow-learning children
Education of blind 5 partially-
sighted children
Education of deaf 8 partially
hearing children
Education of physically handicapped
children






Visit to Special Education Centre
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Appendix 26
Comparison of the Classroom Teaching of the











A. Human Growth and ditto
Development




on the afternoon next
day because speakers'
convenience of time-
1.2 2 hours 2 hours 1 of the speaker was not
able to come
1.3 2 hours2 hours switch with 1.5 U 1.6
from 6/10 to 18/10
because speakers'
convenience of time
1.4 2 hours) 2 hours switch with 1.8 from
6/10 to 10/10 because
speakers' convenience
of time









1 hour1.5 1 hour switch with 1.3 from 8/10
1.6 1 hour 1 hour swoitc10with 1.3 from
8/10 to 6/10
1.7 2 hours 2 hours
4 hours 4 hours1.8 2 hours of this topic
were switched with 1.4
2 hours 2 hours1.9
1.10 2 hours 2 hours





and Function of SGO
A. The Service
4 hours 4 hours2.1
B. Administration
3 hours 3 hours2.2 switching time of the
3 hour lecture for
better sequencing
2.3 1 hour1 hour
2.4 2 hours2 hours added time for group
discussion
2.5 2 hours2 hours
4 hours4 hours2.6 change of content










2.7 6 hours 6 hours
2.8 2 hours 2 hours - change speaker because
more appropriate choice
2.9 3 hours3 hours change speaker because
original speaker already
helping to teach 2.7
was too heavy
5 hours S hours2.10
time for 1 hr. lecture3 hours 3 hours2.11
changed from 2/10 to 1/1-
change of speaker on the
next of 2 hours




leave the office for the
whole day
the main change was theI 1 hours2.13 14 hours
speaker due to study





2 hours 2 hours2.14
4 hours 4 hours2.15
2 hours 2 hours2.16
3 hours 3 hours2.17




2 hours 2 hours3.1
1 more hour devoted to3 hours 3+1 hrs.3.2
= 4 hrs. group discussion on visit
visit changed to Causeway
Bay Family Service Centre
because Wan Chai had no
conference room
1. more hour devoted to3 hour s3.3 3+1 hrs.
group discussion on visit= 4 hrs.
visit switched with
seminar of the previous
day to fit agency's time
the 1 hour lecture took





visit changed to Causeway3 hours 3 hours3.4
Bay because Wan Chai
Family Service Centre
had no conference room
4 hours the additional time was4+1 hrs.3.5
= S hrs. for group discussion on
visit
8+1 hrs,8 hours3.6 the change of speaker was
= 9 hrs. due to the original
speaker change of post
the change of speaker in
Police Station was due to
change of assignment
2+1 hrs.3.7 2 hours the additional time was






3 hours 3+1 hrs. the additional time was3.8
= 4 hours devoted to group
discussion
5 hours 1 hour lecture was4 hours3.9
additional to Labour
service because







39 hoursSub -total. 35 hours
4. Understanding Education
Provision in Hong Kong
7 hours 7+1 hrs. 1 more hour devoted to4.1
= 8 hrs. group discussion on
visit
2 hours2 hours4.2
1 hour 1 hour4.3
13 hours 13 hours4.4
24 hoursSub-total 23 hours
150 hoursTotal 145 hours
II. Pre-service Training
- ditto8% daysFrom 15/9 - 26/9/81
III. Fieldwork Placement
changed of 2 fieldwork128 hours 128 hours16 days - 2 days/week
supervisors (1 from
Yong, 1 from Caritasstarting from week and







13 one-hour sessions 13 hours 13 hours
although this was on the
time-table and the task of
preparing a resource
catalogue was still done,
most of the sessions were
not used for the purpose
of preparing for resource
catalogue due to the
following reasons:
since only 2 trainees were
involved in the preparation
of the catalogue after each
visit at most, it only
involved 2 trainees.
Since there were 2 groups
visiting, the time was quite
wasted for the other
trainees. Trainees
responsible for preparation
suggested to do those at
home and make use of the
time in class for group
discussions on visits and
reviews, and compilation
of review results



















3. More Than Words
(film)










































to School Social Work
Service


